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IN THE CENTRAL MISSIONARY CHURCH IN MARINGA, PARANA, BRAZIL

by
Carlos Alexandre de Oliveira
•

The purpose of this study was to evaluate the impact of a group mentoring

•

program in creating effective leadership in the Maringa Central Missionary Church,
•

Parana; Brazil. This project was a study of how a model group mentoring program can
impact the training of effective leaders in a large local church .
•

The study used researcher-designed instruments to measure the changes in the
.

three qualities of effective leadership: a growing spiritual life, healthy relationships, and

•

competence in leadership effectiveness. These instruments include pretest/posttest
•

questionnaires, pre- and post-evaluative semi-structured interviews, and two
•

questionnaires for people connected to the participants. The questionnaires and semi•

structured interviews covered themes connected to these three qualities of effective
•

leadership. I designed them to relate specifically to leadership needs of the Maringa
Central Missionary Church in Brazil.
•
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CHAPTER 1
PROBLEM
•

Understanding the Problem
J. Oswald Sanders made the affirmation, "Real leaders are in short supply" (17) in
1967. Almost forty years later, this statement is still true. Talking about the church in the
world today, many authors affirm the leadership crisis of this time is without precedent
(Klopp 9) .
•

This vacuum of leadership is responsible for the low rate of churches' growth in
many parts of the world. Churches increase or decrease, rise and fall on the availability of
trained, talented, and Spirit-gifted leadership (George and Bird 48). Carl F. George and
.

Robert E. Logan affirm that when the church develops leaders, the ministry expands (99).
Developing leaders is the biggest challenge the contemporary church faces.
Nevertheless, in other parts of the world, as in Latin America, the present
challenge now is not to develop leaders in order to grow churches but to equip leaders in

•

order to tend to exponential church growth and ensuing ministerial needs.
In the particular context in my local church in

~razil,

the growth of the church

highlights even more the need for leadership.

Background

•

I started in ministry as a seminary student in 1991 and have been a pastor of the
same local church since my graduation in 1994. I became a Christian in this church that
has grown since 1988 from four hundred to three thousand people with five daughter
churches. I have contributed to this growth through my work on the pastoral staff.

•

,

,
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This rate of growth of the Maringa Central Missionary Church (MCMC) has been
accompanied by the development of lay leadership, Of the twenty-five main ministries in
•

the church today, only three are led by pastors. The church possesses an organized
process for the development of leaders, which begins with the arrival of people in the
church, their involvement in ministries (the ministry emphasis of the church states all
•

members should serve in a ministry), until the point in which the church places those who
display qualities and capabilities for leadership as ministry leaders.

The Ministerial Structure of the Maringa Central Missionary Church
•

People who arrive at the church will take the following steps.

Basics Truth Course
.

Every person who is interested in the gospel or wants to be integrated into the
•

church goes through a discipleship group program. It is the foundation for everything
taking place in the church, and its purpose at the same time is twofold: to evangelize and
to disciple the "seekers" who come to the church. MCMC calls these people disciples .

•

The Basic Truth Course takes twenty-one weeks. It teaches the fundamental
doctrines of the Christian faith. The teacher offers a one-hour class after which the whole
•

class divides into small groups. Disciples belong to small groups led by an experienced
Christian who will be their mentor and will be responsible for their faith development.
During these weeks, the mentor shepherds the group through phone calls, visits, and
recuperation of lost classes. At the end of the course, the people who accept Jesus as their
personal Savior and Lord are baptized and then become members of the church .

•

•

•
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"Now I Am a Member" Course
Once individuals become members of the church, they become involved in the
•

"Now I Am a Member" course for ten weeks. Its purpose is to prepare the new members
•

to serve the church as ministers.
This vision of the church to involve all believers in ministry service and develop
•

lay leaders has helped to facilitate their personal growth as well as increase their
ministerial influence in other denominational churches.

Ministerial Involvement
When persons are engaged in ministry, they develop their gifts and abilities in a
practical manner and their relationship with God and with the church matures .
.

Local leaders develop from these ministries. Every member of the church who has
been serving in ministry with excellence and who has leadership qualities can become a
leader.
Almost 100 percent of ministry leaders were people who served as volunteers in

•

their ministries and were selected to become leaders. MCMC has no elections. No one is
appointed for leadership in an area where he or she has never served. This procedure
assures capable lay leaders in the church.

Ministerial Formation and Theological Education
When individuals reach the point of wanting a deeper engagement in ministry,
perhaps including pastoral vocation, they are guided to the seminary at the church's
building

an extension of the denominational seminary in a city nearby

learn to combine ministerial practice with biblical-theological education .

•

where they

•

•
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The Need of the Church

•

•

At this point the church needs a more formal and specific program to train leaders .
•

In spite of this ministerial focus and organization of the church, a gap exists in the
•

training and development of leadership for people who wish to have deeper ministry
involvement through part-time or full-time ministry, including pastoral ministry. This gap
•

is more relational than educational. Accompaniment and life supervision, according to

•

Pastor Jose Jaco Vieira, senior pastor of MCMC, needs to be greater and closer than what
already exists at MCMC, especially for those who feel called to pastoral ministry.
Carl F. George and Warren Bird's five steps (43-44) for finding new leaders
highlight this relational need. They include
.

1. A present compelling vision that says, "We need more leaders";

2. A church that needs a clearly identified process by which new leaders can be
commissioned into ministry;
3. A church that must be aware of the early identifying symptoms of a new

•

leader;
•

•

4. A church that should offer supervision, coaching, and encouragement to its
•

rising leaders; and,

•
•

5. A church that must pray until it has sensed God's mind.
MCMC already possesses the compelling vision that says, "We need more leaders." The
ministerial structure also met the second and third steps. The fifth step is endless; it is
always a need.
In the fourth step

the offering of supervision, coaching, and encouragement of

•

leaders

the educational process needs improvement. MCMC has a strong educational

•

•
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structure, but it fails to build a significant relationship with the new leaders. The church
needs a relational program to support its pedagogical structure.
This program ought to provide the means for creating the kind relational support
that will impact the development of those leaders who want greater ministerial depth and
responsibility. It would focus on building a disciple-mentor relationship by bringing
leaders and pastoral staff closer together for the purpose of supervision, teaching,

•

encouragement, guidance, coaching, and evaluation .
•

•

Summary
MCMC needs a new disciple-mentoring program as a part of its leadership
•

training for four reasons:
.

1. Because the ministerial structure has a gap in the training and development of
leadership for people who wish to have a deeper ministry involvement

ministry and/or

pastoral leadership. This gap is in the area of creating a mentoring program that focuses
on building disciple-mentoring relationships to support its pedagogical structure .
•

2. Because a new program must keep up with the demands the church's growth
presents. It is a quantitative need. As the church grows, the need for leaders increases.
George and Logan recommend that with the growth of ministry, the church needs to
multiply at all levels of leadership (99).
3. Because the church needs mature and effective leaders. At this point the
church must focus on quality because it does not need more leaders only, but qualified
•

leaders who have caught the vision of the church, hold each other accountable to the call
and the vision, influence people to serve in ministry and to glorify God, and are inspiring
and effective for reaching its goals.
•

•

•
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4. Because a new program will keep growing the church in every area as much
as possible.

Purpose
The purpose of this study was to evaluate the impact of a group mentoring
program in creating effective leadership in the Central Missionary Church in Maringa,
•

Parana, Brazil.

Research Questions
. The following research questions guided this study.

Research Question # 1
What was the level of spirituality, healthy relationships, and competence in
•

leadership effectiveness prior to the mentoring program?

Research Question # 2

•

How did the participants change in their level of spirituality, healthy relationships,
•

and competence in leadership effectiveness because of the specific mentoring training
•

they received from the eight month experience?
•

Research Question # 3
What elements of the program contributed most to its impact?

•

Definition of Terms
•

For the purpose of this study, I used these definitions as a result of the readings.
Mentoring is the intentional and interpersonal relationship between mentor and

protege in which a mentor helps a protege reach his or her God-given potential.

•

•
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•

Mentor is a mature Christian leader who shares knowledge, skills, and

experiences to shape and encourage proteges to reach all their potential and develop their
abilities and gifts.

Protege is a learner who seeks to grow in his or her relationship with the mentor.
Effective leadership has three qualities: a growing spiritual life, healthy

relationships, and competence in leadership effectiveness.

Ministry Intervention
•

This project is a study of how a model group mentoring program can impact the
development of effective leaders in a large local church. It consists of mentoring eight to
twelve people over an eight-month period (from May 2007 to December 2007) .
•

The project included two two-hour sessions each month in the MCMC's facilities.
The curriculum offered biblical principles in leadership and ministry around eight
core values: intimacy with God, passion for the harvest, visionary leadership,
multiplication of leaders, family priority, stewardship, and integrity. The purpose of this

•

curriculum was to establish the grounds for mentoring. I chose to adapt the International
Leadership Institute (ILl) notebook material (see Appendix I) to the context of the
MCMC's mentoring program. This material was developed by ILl Ministry and used
with Dr. Wes Griffin permission, International Director of ILL I used the ILl material for
the following reasons:
• More than twelve thousand international leaders in over thirty-five nations of
the world had already successfully used ILl material (ILl Teaching Materials);
• ILl core values prec:;ented in the material are the essential values for effective
•

Christian leadership;
•

•
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• ILl had its material in Portuguese; and,
• ILl had granted all freedom to adapt the content in order to tend to the needs of
•

this mentoring program. This freedom to adapt the contents was crucial because
adaptation allowed taking into account the protege's needs during the development and
application of the curriculum.
In addition to the biweekly instructional sessions, the participants developed
practical activities to learn-in-practice and to reinforce the learning as well. Other
activities included spiritual retreats and fellowships .
•

MCMC used the One-on-Many mentoring program. The number of eight to
twelve people was considered for a number of reasons:
• The relational goal and fellowship,
•

• Sharing and exchanging experiences among the participants, and
• Didactical interaction between mentor and proteges.
•

David Kornfield, missionary in Brazil for many years, comments the benefits of a
•

group mentoring using biblical examples:
The relationship between mentor and protege is more productive when
carried out not individually, one-on-one, but in a group, one-on-many.
Such was Jesus' procedure. We have no report of individual meetings
between Jesus and his disciples, just group meetings. Paul reaffirms to
Timothy that what he received "in the presence of many witnesses" (2
Tim. 2:2), by the laying on of hands, did not come just from Paul but also
from the body of elders (1 Tim. 4: 14). In the book of Acts, Paul appe:.lrs
almost every time in a group or team. In some of Paul's letters, 1 and 2
Thessalonians for instance, the senders are named, "Paul, Silas and
Timothy.

•

Kornfield points out the following advantages for group mentoring:
• It allows the richness of multiple perspectives and provides an interdependence

(so the mentor is protected from a protege's overdependence);
•

•
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• It provides the protege more opportunities to give, rather than just receive; and,
• It allows other people to get involved to help resolve possible conflicts. In this
case, the mentor becomes less vulnerable to losing friendships, as easily occurs when
conflict arises in individual relationships.
Although the mentor's time is divided with many people, the benefits are many .
•

Also, even in a group mentoring program, the mentor should have individual time with
each one of his or her proteges.

Context of the Study
The present study took place in the Central Missionary Church in Maringa,
Parana, Brazil. It is a church founded by the Oriental Missionary Society (OMS
International) in 1954 and located in the downtown of a city with a population of around
340,000 inhabitants.
MCMC has about 3,000 members and an average weekly attendance of 4~000,
including five daughter churches. The church's ethos is gifted-ministry-purpose, whicb

•

means it emphasizes that every member is a minister. It offers more than one hundred
areas for people to serve in ministry.
The staff has nine pastors and thirty full-time workers. The congregation is
primarily middle-class and composed mostly of youth and middle-aged people.

Methodology
This was an evaluative study of the impact of a group mentoring program in the
development of effective leaders in a local church. It used researcher-designed
instruments to measure the changes in the level of spirituality, healthy relationships, and
•

competence in the leadership effectiveness of the participants.

,
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Participants

•

The mentor was one of MCMC's pastors.
The participants (proteges) came from the Ministerial Formation and Theological
Education stage in MCMC's ministerial structure. They were already involved in
ministry with specific leadership gifts, the potential to be leaders, and the desire for a
•

deeper engagement in the church (Rom. 12:8).

Instruments
This project was an evaluative study of mentoring group implementation for
leadership development in the local church. The study included a pre- and exit semistructured interview (see Appendixes B and C), and a pre- and post-survey (see
•

Appendixes D and E) with the participants.
Other instruments inclu'ded a semi-structured interview with the ministry leaders
and with a family member of the participants (see Appendix F), as well as personal
registered data .

•

Data Collection
•

•

I gave the pre-serni-structured interview and

th~

pre-survey to the participants in
•

the beginning of the program in May. At the end of the program in December, the
participants answered the exit semi-structured interview and the post-survey. In January I
collected the semi-structured interview with the ministry leaders and with a family
member of the participants.
I ensured confidentiality for each of the participants. Evaluations and
questionnaire results were not shared with the participants unless the participant
•

specifically asked for such information to be shared .

•
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Delimitations and Generalizability
One of the limitations of the study was the limited amount of time to apply the
•

model.
The study was also limited by the lack of Brazilian mentoring models. No solid
mentoring models were available for study or comparison with the present model, so
reaching.... more contextualized results was difficult.

•

Another limitation was related to the short length of the curriculum. It lacked
•

•

many specifics because the curriculum must first be applied in order to evaluate the
importance of and prioritize the contents. Also, the protege's needs have to be taken into
•

accourt during the development and application of the curriculum. As a result, this model
•

has a degree of generality and can, therefore, be applied in different groups.
When Christian leaders think about a leadership training program, Sanders' words
are memorable. He affirms, "Leadership training cannot be done on a mass scale. It
requires patient, careful instruction and prayerful, personal guidance over a considerable
time" (150). The training and mentoring of leaders is beyond the limitations of time. It is
a life process.

•
•

Theological Foundation
Scripture presents the one true God as the Father, Son, and Holy Spirit. They are
distinct persons in relationship with one another. This theological construct of the Trinity
is central to the Christian religion. Stephen Seamands comments that relationship is the
•

central issue in the Trinity:
The very names of the three persons imply existence in relationship. The
Father is identified as Father only by virtue of his relationship to the Son,
and vice versa. The Spirit is Spirit by virtue of his interaction with the
•

•
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other two. To think of the Trinitarian persons, ·then, is to think of relations.
(34)
God is one entity in the communion of three. God is a God of relationship. The
implication of this truth is that his Church in the world is not-different from what God is
in his essence. In other words, God's Church has this same relational trait as the Trinity .
•

Many biblical images describe the Church. The best image relates to the word
•

"soma," which means "body." God created the Church as a body in order for its members
to live in relationship with one another and to serve one another in love. The Apostle Paul
•

uses this analogy to describe the unity and diversity of the church as well. He frequently
employs the phase "soma Christou" in his teachings about the nature of the church (l
Cor. 12:27; Rom. 12:5;.Eph. 4:12). The word "soma" appears around thirty times in the
New Testament. Lothar Coenen and Colin Brown comment, "Paul gets the figure of the
body to express the essential nature of the Christian church" (443). The Church is
composed of a variety of members in unity under the lordship of Jesus. R. N. Champlin
•

and J. M. Bentes affirm that the metaphorical expression "body of Christ" confirms the
•

church as an integral part of Christ, where each believer is dependent on one another:

•

•

Each member is bonded to the others as members. Because they have a
common life, a common purpose, and everyone together, although
represent many functions, have a common font. Each member needs of all
other members. Each one is indispensable to the others, and others are
indispensable to each one. (929)

As one can see, isolated Christians do not exist in the biblical metaphor for the Church .
•

Shedd Bible has a commentary on the relationship of the Trinity and the operation
of the gifts in the Church, saying, "There are several gifts to several kinds of working. All
.

Trinity is involved in the operation of the gifts granted for the benefit of the Church"
(1621). In truth, these spiritual gifts in the Church are the expression of the complex

•

•
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•

relational diversity that exists in the body of Christ. Paul explains the nature of spiritual
gifts in the context of the Church as a body:
There are different kinds of gifts, but the same Spirit. There are different
kinds of service, but the same Lord. There are different kinds of working,
but the same God works all of them in all men .... All these are the work of
one and the same Spirit, and he gives them to each one, just as he
determines. The body is a unit, though it is made up of many parts; and
though all its parts are many, they form one body. So it is with Christ. (1
Cor. 12:4-6; 11-12, NIV)

J. Sidlow Baxter summarizes 1 Corinthians 12 in this way: "Different kinds of gifts, but
•

the same Spirit (verses 4-11); different kinds of members, but one body (verses 12-27);
different kinds of working, but one church (verses 28-31)" (120). Lawrence Richards
and Clyde Hoeldtke comment about the representative list of gifts in 1 Corinthians 12,
•

saying, "However we may understand lhese gifts and their contemporary function, it's
clear that not one of them is exercised outside of a relational context" (259). Each gift
operates in a mutual context in which members of the body may interact with each other.
This subject is very relevant when considering Christian leadership and mentoring
as the key for raising new leaders. Leaders are products of influence, training,
development, spiritual gifts, and experience. Leaders are developed in the context of
relationship and the roles of mentor and protege operate best within this relational context
of the body. For this reason mentoring is essential for the leadership training of capable
and effective leaders in the local church. The value of mentoring derives from the value
of relationships (Hendricks and Hendricks 21). Mentoring is, in its essence, a relationship
between mentor and protege, and it is essential for effective leadership training at [he
church because this training must balance spiritual and practical development.

•

•
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The mentors will share their spiritual life and gifts with their proteges. At the
same lime, the proteges also will share their spiritual life and gifts with their mentors.
This kind of relationship happens in an environment of mutuality and interdependence. F .
•

F. Bruce says, "Paul insisted on the common life in the body of Christ, in which the

members were inten'elated and interdependent, each making a personal contribution to
the good of the others and of the whole" (Paul 142). God is indeed a God of relationship.
His body, the Church, is relational in its essence. As a result, all members of the church
exist and grow in this mutual dimension of interdependence. This interdependence is
•

particularly evident in the relationship between members of the church who occupy the
roles of mentors and proteges. Leadership training and mentoring are linked and have the
•

same foundation. They cannot exist outside this scope .
•

Relevance of the Study
MCMC supports the present work with the following facts:
•

•

The need for leaders to expand the kingdom of God in this world,

• . A great need for the formation of Christian leaders to meet the demand of the
•

evangelical growth in Brazil and, in particular, of the Central Missionary Church in
,

Maringa, Parana, and
•

The need to perfect the structure for the training of leaders in the MCMC, to

focus on the need for leaders who, through growth and vision, can reach the largest
possible number of people for Christ.

Overview of the Study
Chapter 2 presents selected literature and research pertinent to this study. Chapter
3 gives a detailed explanation regarding the design of the project, the research methods,

•

•

Oliveira 15
and evaluative factors. Chapter 4 presents the findings of the study. Chapter 5 discusses
the major findings and attempts to correlate the data into transferable principles .

•

•
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CHAPTER 2

•

•

LITERATURE
The following review of literature focuses on the mentoring relationship for
leadership training. It will be the groundwork for the development of the mentoring
model.

•

Leadership's Definition
The purpose of this study was to evaluate the impact of a group mentoring
program in creating effective leadership in the Central Missionary Church in Maringa,
Parana, Brazil. In order to achieve this purpose, one must define what leadership is. This
task is not an easy one to accomplish:
Concepts of leadership, ideas about leadership, and leadership practices
are the subject of much thought, discussion, writing, teaching, and
learning. True le"aders are sought after and cultivated. Leadership is not an
easy subject to explain. (DePree, Leadership Is all Art 11)
Nevertheless, following are a small sampling of some definitions that have been offered .

•

Peter Drucker sums up leadership as follows: "The only definition of a leader is
•

•

someone who has followers" (xii). Sanders affirms, "Leadership is influence, the ability
•

of one person to influence others" (31). John C.l\1axwell follows Sanders. He says,
"Leadership is influence

nothing more, nothing less" (21 Irreflltable Laws 17). Robert

J. House et al. define leadership organizationally and narrowly as "the ability of an
individual to influence, motivate, and enable others to contribute toward the effectiveness
and success of the organizations of which they are members" (15). Bernard Montgomery
affirms, "Leadership is the capacity and will to rally men and women to a common
•

purpose and the character which inspires confidence" (qtd. in Maxwell, 21 Indispensable
Qualities 1). J. Robert Clinton gives a leader's definition in a biblical context:
.

.
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A leader, in biblical context for which we are interested in studying
training, is a person with God-given capacity and with a God-given
responsibility to influence a specific group of God's people toward God's
purposes for the group. (18)
These important definitions show the central position and indispensable role of leaders in
influencing, motivating, and directing organizations . .
For John Haggai leadership "is the discipline of deliberately exerting special
•

influence within a group to move it toward goals of beneficial permanence that fulfill the
group's real needs" (4) .. A leaders' influence should benefit the group and people outside

•

it, not just themselves personally.
In the Bible, leaders are the people who have God's given vision that motives and
•

drives them to

influenc~

people and to reach established goals to fulfill the vision. Henry

and Richard Blackaby believe true spiritual leadership can be defined in one concise
statement: "Spiritual leadership is moving people on to God's agenda" (20). Among
•

leaders in the Bible who mobilized people through their influence and capability received
.

from God in accordance with his will are Moses, Joshua, David, Nehemiah, and Paul.
Using the various definitions, I define leadership as the influence a leader exerts
•

to mobilize people to reach goals that are going to benefit people from their own group
and outside it and will glorify God.
The context of Christian leadership has one key element: The leader's
servanthood position. Max DePree declares, "Above all, leadership is a position of
servanthood" (Leadership Jazz 220). Christian leaders do not exist to be served, to
manipulate, or to use people for their own benefit. Authentic Christian leaders serve their
people and seek to reach goals to benefit the whole group. Laurie Beth Jones observes,
"The principle of service is what separates true leaders from glory seekers" (250).
•

•

c.

•
•
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Gene Wilkes points out the natural difficulty every leader faces is to be a servant leader.
Christ's presence in the leaders' hearts is necessary for them to be able to express a
servant leadership character:
•

I submit that our "natural feeling" is self-promotion or self-protection, not
service to others. Our attitude, if we are honest, is that we would rather
have others serve us than serve others ourselves .... Only a sense of call to
mission and Christ's presence can guide a person's heart to choose service
to others first. ... I am convinced that Christ alone empowers a selfcentered person to become an other-serving person. This is why I am
convinced that only one who is in relationship with Jesus Christ can truly
become a servant leader. (242-43)
•

Christian leaders' mark is their servant attitude with the objective of benefiting and
blessing people and also of glorifying God. In this case, Jesus empowers leaders to serve
the people they lead.
Jesus himself is the greatest model of servant leadership. He declared about
himself, "For even the Son of Man did not come to be served, but to serve, and to give his
life as a ransom for many" (Mark 10:45). Jesus is the greatest servant leader, not only
•
because of his wOFds, but because he gave his life for the salvation of the world.
At MCMC, the leaders wish to train and equip persons that exert an inspiring
leadership and use their influence to benefit people and glorify God. The

ch~rch

•

considers them mature and effective leaders.
•

The Leadership Requirement
An effective leadership is essential and indispensable for the success of any

organization. People do not reach the organization's goals with no one to lead them. For
this reason large organizations and companies invest their resources and energy in
training and improving their leaders. Th?y know their permanence in the market and their
success in the business world depend largely on the quality of their leaders. Blackaby and

•
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•

Blackaby affirm: "The greatness of an organization will be directly proportional to the
greatness of its leader" (31) .
•

The church is not different from other organizations in relation to its structure and
•

the quality of its leaders. It also has established goals and people to reach them. The
church differs from other organizations due to the purpose of its existence. Its purpose is
to preach the gospel to all creation (Mark 16: 15) and to build the kingdom of God in this
world. Obviously with so high a purpose, the need for God's committed leaders, with
•

servant hearts, effective in their leadership, is of highest importance.
Bill Hybels affirms, "I believe that the local church is the hope of the world. I
believe to the core of my being that local church leaders have the potential to be the most
.

influential force on planet earth" (12). The Church has the power to change the world
because it has the most powerful message and noblest purpose; however, to be faithful to
this cause, the Church needs capable and effective leaders in each one of its
congregations all over the world.
All the potential of local churches can be displayed in the world only through the
performance of their leaders. Leaders who are able to influence their people bring
benefits to the church and to the community into which they exert their leadership. The
church has this capacity to bless those who are reached directly or indirectly for its
.

ministry. For this reason Jesus affirmed to his disciples, "You are the salt of the earth; ...
you are the light of the world" (Matt. 5:13-14).
Leaders are essential for the success of an organization; however, the worlli has an
extreme need for leaders today, including in the Church. John E. Haggai points out, "This
crisis of leadership trickles down from the presidency of corporations, the governorship
•

•
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of states, and the pulpits of churches to local leaders. There is today a crisis of leadership
in the family" (3). The changes in social, political, and economic relations in the past
years, the demographic growth, the high speed of information and changes, highlights
even more the present leadership crisis. Haggai also affirms, "The current crisis requires
millions of leaders now. The need grows every day" (7). George Barna talks specifically
about the American church context:
The American church is dying due to a lack of strong leadership. In this
time of unprecedented opportunity and plentiful resources, the church is
actually losing influence. The primary reason is the lack of leadership.
Nothing is more important than leadership. (Leaders all Leadership 18)
Without effective leadership the local church cannot use God's given resources in order
•

to influence the world.
My experience as a church pastor for many years attests to this imperative for the
•

multiplication and training of leaders in the local church. As a pastor, one is able to see
firsthand the decisive role leadership plays in the church. As Ted W. Engstrom and
•

Norman B. Rohrer affirm, "Nobody knows better than pastors the critical shortage of
•

. leaders in the Church today and the worldly encroachments into the existing leadership"
•

(70). This enormous need for leadership is compelling. As experienced leaders, pastors

should devote themselves to develop, equip, and train new leaders. These actions should
be the main tasks of senior leaders so that leadership and ministry do not die with them.
Hybels makes a serious declaration concerning this issue:
Those of us who are more seasoned in leadership must order our lives in
such a way that we can carve out time to invest in the next generati0n of
leaders. It is our responsibility. We imperil the church and our world if we
don't take that responsibility seriously .... It is the responsibility of veteran
leaders to provide the necessary opportunities so the next generation of
leaders will be trained and ready to meet the challenges ofthe future. (13234)

•
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Without a doubt, the biggest challenge the Church faces today is the multiplication and
training of effective leaders, men and women after God's heart who can spread the faith
in the Lord Jesus in this generation and until his return.
•

The Challenge of the Church
Treating the church in general terms, Henry Klopp affirms that "few churches
•

have a clear plan about how to train leaders" (49). He addresses inadequate leadership
training based on empirical research on learning styles. He points out that most empirical
research indicates that people learn best by observing, by modeling, and through trial and
error.
Maxwell also defends this point of view:
•

The best type of training takes advantage of the way people learn.
Researchers tell us that we remember 10 percent of what we hear, 50
percent of what we see, 70 percent of what we say, and 90 percent of what
we hear, see, say, and do. (Developing the Leaders 99)
The way people learn should influence every model of leadership training. Maxwell
developed a five-step process for training new leaders (99-101):

,

1. "I Model. " In this first step proteges should watch the mentors' performance .
•

Mentors should give their proteges the opportunity to see them through the whole process
in order to afford proteges the opportunity to try to duplicate it.
2. "I Mentor. " During this next step, mentors invite proteges to come alongside

them to assist in the process. Mentors should take time to explain the reasons for each
step.
3. "I Monitor. " In this step, mentors and proteges change places. Proteges

perform the task and mentors assist and correct; this step should be repeated until
proteges develop confidence to carry out the task on their own.
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4. "[ Motivate. " The fourth step leads mentors to leave proteges on their own.
The mentors' role in this step is to encourage proteges to keep improving and moving
•

toward success.
5. "[ Mllitiply. " The final step is multiplication. Once proteges do the job well,
they must consolidate their apprenticeship

tr~ining

and teach others how to do it. In this

step, proteges become mentors.
Unfortunately, most pastors and ministry leaders have never had the necessary
and adequate training. Klopp presents four reasons for this inappropriate training (46-47):
• First, by far the majority of people have not grown up in churches where they
have seen proper leadership, so they have seldom observed genuine Christian leadership.
• Second, few churches approach leadership development in an intentional way .
•

The number of churches that have a serious plan to recruit, mentor, train, deploy, and
monitor future leaders is minimal. Thus, most pastors have not been involved in
•

leadership training at the local church level.
• Third, pastors who have taken some type of formal training have basically
•

•

experienced sit-and-soak learning where they were passive participants. They read books,
•

listened to someone lecture about how to be a leaaer, and then tried to carry out whatever
they had learned on their own.
• Fourth, pastors who have taken formal training receive very little training in
the area of leadership.
These reasons presented by Klopp highlight the difficulty leaders and churches
have of training new leaders in a proper way, thus contributing to the leadership crisis in
the world.

•
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Unfortunately, the difficulty of multiplying leaders transcends denominational
lines and cultural contexts and reflects a large percentage of the churches around the
world. Barna presents statistics from a study in which only 4 percent of the laity of the
typical church are leaders (Habits 38).
If one takes into consideration that future pastors nOImally develop from their

ministry involvement as lay leaders, one may have an idea of the difficulty a typical
church has in multiplying pastors. The cited statistics by Barna are found in Figure 1.1.

..
Teachers; 6%

Leaders; 4%

Other;

I
Observers; 66%

Figure 2.1. Typical church participation among the laity.

Even with MCMC's development of lay leadership, this statistic still holds true.
The church is growing faster than the leadership training. For this reason, leaders need to
be continually improving their efforts to train new leaders.
,.
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The Mentoring Concept

•

In order to achieve this purpose of training effective leaders, the church needs to
•

be intentional. Making new leaders does not happen unless one intentionally emphasizes
it (Galloway, Maki1lg Chllrch Releva1lt 31). Being intentional means developing a model
to follow a leader-making system and working on it.

•

The world has many different kinds of models to develop leaders, and has a large
number of books published about this subject. Nevertheless, through my studies at the
Beeson International Program and my experience as leader in my church, I became
convinced that the model Jesus used with his disciples is still the best.
Jesus developed leaders in the first century through intentional mentoring. He
.

selected twelve people, taught, trained, and sent them to ministry in the world as he had

•

been sent by the Father (John 20:21). Jesus' intentional mentoring is a relationship-based
•

process. The most important ingredient of the early tutelage Christ gave his twelve
•
•

disciples was the framework of his invitation to them to be "with him" (Mark 3: 14). Jesus
•

demonstrated a simple and reproducible model of leadership. Jesus focused on a few
•

selected disciples in order to obtain the maximum result: Jesus mentored his small group
.of leaders step by step.
As one can see, mentoring in not a novelty. Jesus used this resource to develop
•

leaders more than two thousand years ago. In his book, Ron Lee Davis comments on the
use of mentoring in history:
Mentoring is not a new idea. In fact, mentoring used to be the o1lly neans
of transmitting values, skills, and character qualities from one generation
to the next. In past centuries, craftsmen of every calling from carpenters
to metalsmiths to lawyers to the great painters and composers of the
Renaissance employed young apprentices. These apprentices learned not
only the skills and craft of their trade, but such intangible dimensions of

•
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•

•

their calling as pride of craftsmanship, integrity, honesty, diligence, and
commitment to excellence. (19)
.

The history attests to the efficacy of mentoring in transmitting values and resources from
one generation to another.
In truth, the word "mentoring" comes from the Greek word meaning "enduring."
The original Mentor appears in The Odyssey (an epic poem by the Greek poet Homer) as
an old and trusted friend of Odysseus. Mentor is appointed to look after the estate and,
more to the point, Odysseus's son, Telemakhos. "His part in the story is instructive, for
he is a classic transitional figure, helping the youth achieve his manhood and confirm his
identity in an adult world while helping the father complete his life's work" (Daloz 20).
Mentoring is not an innovation, but it was ignored for a long time. In fact, just in
the past few years the church has been coming back to mentoring. Russell West
comments, "Christian leaders gain an awareness and deeper understanding of the
mentoring lifestyle. Mentoring as an old concept of nurturing relationships is coming
back" (lntro-l).
West did a very simple and interesting outline of the return to mentoring that
illustrates what happened with the Church since the primitive era:

1. Era: New Testament.
Gifted leaders trained the saints for ministry (Eph. 4: 11-12).
Result: The Church expanded throughout the civilized world.
2. Era: Post-Apostolic Age.
A leader trained small groups in remote isolation, such as Monastic
Orders.
Drifting Problem: Mentoring did take place, but it became very
introspective and selective.
3. Era: Post-Enlightenment.
People were taught to read the biblical1anguages, to think scientifically
according to Greek rhetorical methods.
Drifting Problem: The practice of priest (and now pastor) rapidly increases
the clergy vs. laity split. .
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4. Era: Colonial Age.
Ministry training was predominately "on campus": Harvard, Yale,
Princeton, etc.
Drifting Problem: Theory and academia became more important than
practical ministry.
5. Era: Industrial Age.
Progress, automation, efficiency, and systems led to seminaries becoming
"pastor-making machines."
Drifting Problem: Becoming prepared for a "role" was stressed over
becoming prepared as a "person."
6. Era: Information Age.
Professionalization and specialization lead to large churches, para-church,
and church-based training programs and schools.
Returning: "On-the-job training" and relational-based ministry stress the
need for mentors (once again). (1-8)
•

The church is rediscovering mentoring as an indispensable strategy for developing
leaders because it attends to the demands of the relational-based ministry that churches
develop today. In the mentor process, leaders transfer ministry skills through modeling .
•

George and Bird point to mentoring as a reproducible model:
This concept of leadership development is capable of being both
decentralized and constantly repeated. Its most fundamental formula is
found in 2 Timothy 2:2 and elsewhere: One leader trains others, who in
turn train others, who in turn train others. (42)
•

. Mentoring allows leaders to create a successive process of training in order to supply the
constant need for new leaders in the church.
Based on the existing need for leaders and mentors, this research sought to
evaluate the impact of a group mentoring program in creating effective leadership in the
Maringa Central Missionary Church to fill the existing gap in the process of developing
leaders within its ministry structure.

The Mentoring Definitions
Defining "mentoring" is as difficult as defining "leadership." The term
"mentoring" relates to various occupations and has several definitions. Leona M. English

•
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comments that "frustrations abound with myriad definitions used to describe mentoring
relationship" (5). Nonetheless, one can observe the central values of mentoring through
the definitions of some authors.
Walter C. Wright, 1r. gives a basic definition: "The formal mentoring relationship
is an intentional, exclusive, intensive, voluntary relationship between two persons" (29) .
•

1. Robert and Richard W. Clinton share a simple working definition: "Mentoring is a
relational experience in which one person empowers another by sharing god-given
resources" (2-3). Dr. Shirley Lim, a highly respect leader from Singapore affirms:
In mentoring, the Leader Mentor imparts knowledge and skills to his
protege through coaching, teaching and emblematic behavior for a
purpose. He offers guidance and support to enable his protege reach his
fullest po~ential. (158)
While a mentor exerts this role in the protege's life, Lim also points out that "mentoring
is not cloning" (159). The mentor should not expect his protege to be what he is. The
mentor should understand the personality profile, the spiritual gifts, and abilities of his

•

protege in order to help him to reach his total potential.

•

For Bobb Biehl, ideally, mentoring is "a lifelong relationship, in which a mentor
•

helps a protege reach her or his God-given potential" (19). For West mentoring "is an
intentional and goal-focused method of sharing life resources to help another grow in
their God-given potential" (3-3).
These authors provide some central issues concerning the meaning and purpose of
mentoring. Mentoring is intentional and not something that happens by chance. It is
relational and not individual, that is, it is not self-learning. This characteristic is very
..

important in the world's individualistic societies where people suffer from a deficiency of
relationships. Although the mentor is seen as the more experienced person who is able to
•
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initiate the process of mutual learning, mentoring implies growth for both mentor and
•

protege. Christian mentoring is based on the believe .that every person has a God-given
•

potential that needs to be developed.
•

For the purpose of this study, mentoring is defined as the intentional and
•

interpersonal relationship between mentor and protege in which a mentor helps a protege
•

•

reach his or her God-given potential.

Mentoring in Christian Context
While mentoring in the secular world and in the Christian context relies on very
similar principles to achieve its purpose, secular mentoring has different aspects than
Christian mentoring. For instance, Jerry Wofford describes Gary YukI's several
guidelines for mentoring in secular organizations:
•

Mentors should show an interest in their proteges development ·and serve
as role models. They should help these people identify skill deficiencies
and guide them in overcoming these deficiencies by giving career advice,
suggesting training courses, providing skill development opportunities,
and encouraging subordinates to coach one another. (192)

•

Christian mentoring can utilize all these guidelines of a secular organization.
•

•

Nevertheless, mentoring in a Christian context goes further. The Christian mentor
•

nourishes the spiritual growth of younger believers and instructs, counsels, trains, and
•

encourages them to grow in their leadership performance. While spiritual life and
leadership performance walk side by side, the spirituality is the groundwork for
leadership performance and not vice versa.
In Wofford's opinion, Christian leadership ffientors have many roles (193):
• Mentors have special relationshi[ls with followers as teachers, friends, and

,

sojourners in Christ;

•
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• Mentors model skills such as serving, studying, preaching, and pastoring;
• Mentors are confidants;
• Mentors counsel on personal issues; and,

•

• Mentors give advice on critical decisions of life and ministry.
Evidently, a mentor's role can include a large array of practices; however, all of these
practices take place in a Christian relational context.
A very important issue related to Christian mentoring is the character
•

•

development of the mentor and the protege. In this context mentoring has more to do with
character development than with success, visible results, and production. Davis has a
significant statement about this issue:
~

Mentoring simply means we are committed to influencing others by the
example of our lives. Mentoring can and should be a natural part of who
we are in every arena of life: church, business, friendships, and family.
The purpose of mentoring is not merely to impart knowledge to others
(although mentoring has an educational dimension). The purpose of
mentoring is not merely to impart skills to others (although mentoring has
a training dimension as well). Rather, authentic Christian mentoring deals
primarily with issues of maturity and integrity, and only secondarily with
information and skills. It has much more to do with modeling character
than with verbal teaching. It has more to do with what is caught than what
is taught. (18)
.

•

•

•

In his book Mentoringjor Mission, Gunter Krallmann deals with Jesus' role as a mentor.
Krallmann defines mentor in this way:
A mentor in the biblical sense establishes a close relationship with a
protege and on that basis through fellowship, modeling, advice,
encouragement, correction, practical assistance and prayer SUpp0l1
influences his understudy to gain a deeper comprehension of divine truth,
lead a godlier life and render more effective service to God. (122)

•

•

•
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Wofford affirms the transformational nature of Christian leadership, saying, "Mentoring
is crucial for the development of leadership because it allows young leaders to see the full
array of transforming behavior in action" (191).
Mentoring training is indispensable for an ecclesiastical model of leadership
development because mentoring is bonded to the essence of what Christianity meanslove of neighbor, service and spiritual care to one another, and the mutual communication
of Christian values and principles.
•

. Paulo Freire, an influential contemporary Brazilian educator, can help shed some
light on this issue of mutual learning, mutual communication of values, and character
development. He wrote and worked passionately against an authoritarian educational
.

system that he innovatively terms "banking education." Based on a mechanized view of

•

consciousness, banking education isolates the learner from the content and process of
•

education. It assumes that the teacher knows everything; the students know nothing. The
•

teacher narrates, prescribes, and deposits information the student then must mechanically
•

receive, memorize, and repeat. In contrast, Freire promotes a libertarian education, or
•

what he terms "problem-posing education," that is based.upon a democratic relationship
.between teacher and student. Freire argues that a vertical relation educator-educatee
should not exist in order to establish a dialogic relation:
•

In this way, the educator is not one who only educates, but as he educates,
he learns. It is in this exchange of dialogue between student and
teacher that both teach and learn from each other. In that manner, both
become subjects of a process in which there is mutual growth and where
authoritarian arguments are not valued. (78)
Freire has a celebrated sentence: "Since now no one teaches anyone, neither does
anybody educates himself: men teach themselves in communion, mediated by the world"

•
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•
•

(79). Freire's concept of education is in harmony with of the central issues of Christian
mentoring as communion, learning in a relational and dialogical framework, mutual
communication of Christian values and principles, love of neighbor, service and spiritual
•

care of one another.
In order for the mentors to be effective in their training, they should carefully
select their proteges. George and Logan share four central factors to consider in selecting
future leaders in this Christian context 007-08):
•

• "Marked by love for God and man (Matt. 22:37-40)." If a protege is going to
be a Christian leader, love for God and people are nonnegotiable.
• "Willing to serve (Matt. 20:26)." People will not follow these new leaders
unless they know their leaders really care for them.
• "Willing to learn (Phil. 3: 12-13)." The future leader should be someone eager
to learn and improve.
• "Growing in Christian character (l Tim. 3.1-13)." In this text the Apostle PaUl

•

lists the basic qualifications for church leaders. These qualifications refer to the public,
personal, and family life of the leaders

the pattern for new leaders.

Mentoring training allows meaningful interaction between mentors and proteges
to take place and should be applied in every context of leadership development,
especially in a Christian context. Indeed, training and reproducing leaders in the local
church is impossible without addressing the mentoring concept.

Biblical Examples of Mentoring
The Bible presents examples of many relevant mentoring relationships. The
relationships between Moses and Joshua, Elijah and Elisha, Jesus and the twelve
•

•
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disciples, Barnabas and Paul, Paul and Timothy, and Paul and the leaders of the church of
Ephesus reveal significant principles about the relationship between a mentor and a
,

,

protege.

•

Moses and Joshua
God's sovereignty can be seen in Moses' life, from his birth to his death. Moses
was a prophet, legislator, judge, and the liberator of Israel. Moses is certainly one of the
greatest spiritual leaders in the Bible:
Since then, nb prophet has risen in Israel like Moses, whom the Lord knew
face to face, who did all those miraculous signs and wonders the Lord sent
him to do in Egypt to Pharaoh and to all his officials and to his whole
land. For no one has ever shown the mighty power or performed the
awesome deeds that Moses did in the sight of all Israel. (Deut. 34: 10-12)
•
.

One of Moses' most remarkable qualities is that he trained and mentored a person to
•

replace him as the leader of the Israelites. What distinguishes Moses' leadership from that
of many other biblical and historical leaders is that he successfully completed his journey
and prepared a capable leader after him

Joshua .

. M'oses used "on the job training" to prepare Joshua to be a leader of Israel. In
•

Exodus 24: 13, Joshua is regarded as Moses' aid, and thus went up on the mountain of
•

God with Moses. The Spirit of the Lord enabled Moses to discern Joshua's potential
leadership qualities.
Due to Moses' mentoring relationship with Joshua, Joshua accompanied Moses,
Aaron, Nadab, Abihu, and seventy elders up the mountain of God; though Moses alone
went into the cloud (Exod. 24:9, 13-15). Joshua and the seventy elders received the Spirit
that was on Moses (Num. 11:24-30). The text also affirms Joshua as "Moses' aide since
youth" (Num. 11 :28) .

•

•

•
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At Jehovah's direction, Moses solemnly invested Joshua with authority as his
successor shortly before Moses died. The Spirit already dwelled in Joshua. By laying on
hands, Moses added the formal and public sign of succession, and thereby instrumentally
gave Joshua more of "the spirit of wisdom" (Deut. 34:9). Moses bestowed his own honor,
dignity, and authority upon Joshua, making Joshua vice-leader so Israel might obey him
•

prior to his becoming chief after Moses' death.
Moses gave Joshua a charge before the high priest and congregation. God
recognized Joshua by summoning him into the tabernacle with Moses while the divine
pillar of cloud manifested Jehovah's presence. Jehovah commands Moses and Joshua to
write Moses' song and teach the song to Israel as a witness of God's benefits, of the
.

people's duties, and of the penalty for the people's apostasy (Deut. 32). The people
honored Joshua as they had honored Moses. Joshua not Moses, was the one who led the
Israelites into the promised land.

•

Joshua became an effective leader because he was carefully mentored by Moses.
His training consisted of living with Moses and experiencing firsthand the ways in which
Moses led God's people:

•

Joshua had the unique privilege of being personally mentored by Moses
for his future role as Israel's leader. We see in Joshua one of the few
examples in Scripture of a truly successful transfer of power. Joshua and
Moses both finished their races well. (Bond 33)
Moses' mentoring of Joshua is an outstanding example of how a leader's influence can
continue through the life of a protege.

Naomi and Ruth
Naomi and Ruth's relationship is nut popular as a mentoring example.
Nevertheless, as the biblical narrative shows, Naomi exerted a strong influence in Ruth's

•
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life, to the point of taking Naomi's God as her own. Ruth's vehement commitment to her
mother-in-law (and to her God) is a perpetual example of devotion and dedication to God
•

and to another person:
"Look," said Naomi, "your sister-in-law is going back to her people and
her gods. Go back with her.'· But Ruth replied, "Don't urge me to leave
you or to turn back from you .. Where you go I will go, and where you stay
I will stay. Your people will be my people and your God my God. Where
you die I will die, and there I will be buried. May the LORD deal with me,
be it ever so severely, if anything but death separates you and me." (Ruth
1: 15-17)
About Ruth's affirmation, "where you stay I will stay," Arthur E. Cundall and Leon
Morris comment on its religious implications:
She knows what this means, as the following expression indicates. She
will be cut off from her own people; Ruth however, will make Naomi's
people her people. Her decision has religious implications of which she is
perfectly conscious. The God of Naomi will be her God. (244)
No one can deny the influence'Naomi exerted on Ruth. Their relationship was a lifelong
mentoring that brought Ruth into God's purpose for her life and allowed her to live out of
•

her fullest potential for God's glory .
Elijah and Elisha
•

•

The Bible shows that Elijah became so

discourag~d

in his prophetic ministry that,

at one point, he asked to die. This death wish suggests that Elijah thought he was alone
and indispensable, but God showed Elijah that he was wrong. God had a plan, and he had
other people through whom he would work to accomplish his plan. Accordingly, God
told Elijah to anoint Elisha as his successor (1 Kings 19: 16, 19-21). After that, Elisha
most likely spent some years serving Elijah, who was, simultaneously, mentoring Elisha
to replace him as a prophet and leader in Israel.

•

•
•
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Howard Hendricks observes that Elijah mentored Elisha by implementing three
main attitudes (97-100). First, Elijah took the initiative: "So Elijah went from there and
found Elisha son of Shaphat" (1 Kings 19: 19). Second, Elijah was available: "Then he set
out to follow Elijah and became his attendant" (1 Kings 19:21). In this way, Elisha began
to walk with Elijah and became aware that the experienced prophet invested himself in
the preparation of his young protege. Third, Elijah was a model. Elijah gave Elisha the
opportunity to see his mentor in action .
•

•

In truth, Elijah did an impressive job of mentoring Elisha. Elisha became a
respected spiritual leader in Israel as the friend and adviser of kings. He practically
•

elimif!ated all forms of Baal-worship from the land. Elisha is another example of
.

successful leadership empowerment through a mentoring process.

Jesus and the Disciples
The greatest mentor in the world is Jesus. His model of mentoring is the best one
in history. He set the example of the impact a mentoring relationship can have in the life
of a proteges, and how the protege can, in turn, impact the entire world. Wofford points
out Jesus' activities as a mentor:

•

Jesus was the great mentor/discipler. He lived with His disciples night and
day, always giving instructions, guidance, and coaching. He clearly
showed concern for their development. He pointed out deficiencies in
areas of their development. He pointed out deficiencies in areas of their
performance .... He gave them developmental experiences by sending them
out to preach the gospel (Luke 9.1-6). Rather than sending them to a
training seminar, he was the teacher. (192)
•

Jesus' mentoring model reveals at least five vital principles for an effective mentoring
relationship.

•

•
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First. Jesus chose the twelve disciples. Dozens of disc·iples followed him for more
than one year, and Jesus saw the need to reduce the group to a more manageable number.
The Bible says that before Jesus selected the twelve he spent all night in prayer: "One of
those days Jesus went out to a mountainside to pray, and spent the night praying to God.
When morning came, he called his disciples to him and chose twelve of them, whom he
•

also designated apostles" (Luke 6:12-13). Jesus notably did not choose either intellectual
men or religious ones. Most of them were common workers without professional or
religious training. A. B. Bruce writes about Jesus selection of the twelve:
The truth is, that Jesus was obliged to be content with fisherman, and
pUblicans, and quondam zealots for apostles. They were the best that could
be had. Those who deemed themselves better were too proud to become
disciples. And so Jesus was obliged to fall back on the rustic, but simple,
sincere, and energetic men of Galilee. And he was quite content with His
choice, and devoutly thanked His father for giving Him even such as they.
(38-39)

•

•

The reason Jesus chose twelve disciples was so that he could focus on their training .
•
•

Robert E. Coleman affirms, "Jesus devoted most of his remaining life on earth to these
•

few disciples" (27). The mentoring principle revealed here is that effective training and
•

teaching occur in the context of small groups and close relationship.
Second, Jesus built a relationship with the disciples. Over a three-year period,

•

Jesus intentionally mentored and trained the twelve apostles for leadership. As Coleman
•

affirms, Jesus' "concern was not with programs to reach the multitudes but with men
•

whom the multitudes would follow. Men were to be his method of winning the world to
God" (21). Jesus' training process was not focused on doctrinal teaching or listing
strategies to reach the world. The focus was on relationships with his disciples. These
relationships were the ground on which Jesus built all his teachings and shared all his
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•

leadership experience. Don Hawkins comments, "These men were called to 'himself'
(Luke 6.13). They were to live with him, talk with him, travel with him, observe him, and
learn from him. The process was to develop a relationship of love and commitment" (32).
The mentoring principle revealed here is that the most effective manner to learn from
someone is to spend time with him or her.
Third, Jesus taught by example. Jesus did not just teach his disciples; he lived
what he taught. He was the embodiment of his teaching. In the Gospel of John, Jesus said
•

to the disciples, "I have set you an example that you should do as I have done for you"
(John 13:15). Sanders comments Jesus' practical method of teaching and training his
disciples:
•

Jesus trained his disciple~ superbly for their future roles. He taught by
example and by precept; his teaching was done "on the way". Jesus did not
ask the twelve to sit down and take notes in a formal classroom. Jesus'
classrooms were the highways of life; his principles and values came
across in the midst of daily experience. (51)
•

The mentoring principle revealed here is that mentors should be a reference and a model
for their proteges in order to impact their lives.
Fourth, Jesus served the disciples. He grounded his leadership training in service.
Jesus was indeed a model for his disciples, and service was one of the biggest issues
Jesus modeled. Jesus epitomized this concept of leadership by his own statement: "For
even the Son of Man did not come to be served, but to serve" (Mark 10:45). Jesus also
said, "I am among you as one who serves" (Luke 22.27). Ted. W. Engstrom writes about
Jesus' example and his pattern of leadership:
His kind of service set an example. He was willing to wash His disciples'
feet. His perfect, sinless, human life ended in self-sacrifice at Calvary.
Thus he showed his followers how to serve, and He demanded no less of
those who would carryon !:tis work on earth. Jesus teaches all leaders for
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all time that greatness in not found in rank or position but in service. He
makes it clear that tme leadership is grounded in love which must issue in
service. (37)
Jesus taught his disciples about the servant leadership model through his example. He
also called the attention of the disciples to God's kingdom values:
The kings of the Gentiles lord it over them; and those who exercise
'"'
authority over them call themselves Benefactors. But you are not to be
like that. Instead, the greatest among you should be like the youngest, and
the one who mles like the one who serves. (Luke 22:25-26)
The mentoring principle revealed through this example is that mentors serve their
•

proteges in practical ways as models of servant leadership.
Fifth, Jesus empowered the disciples and sent them to replicate themselves. The
Bible says Jesus gave authority to the disciples (Luke 10: 19). Jesus gave them the keys to
his kingdom against which the powers of hell could never prevail (Matt. 16: 19; Luke
•

12:32). Jesus gave his glory to the disciples (John 17:22), and Jesus gave them his own
presence by the Holy Spirit (John 20:22) .
•

Jesus granted to his disciples leadership principles for the purpose of spreading
•

. the gospel all over the world and for the replication of their Christian lives through
•

discipleship. Jesus said, "Therefore go and make disciples of all nations, baptizing them
in the name of the Father and of the Son and of the Holy Spirit, and teaching them to
obey everything I have commanded you" (Matt. 28: 19-20). Commenting on the Great
Commission Jesus gave to the disciples, Coleman says, "The word here indicates that the
disciples were to go out into the world and win others who would come to be what they
themselves were

disciples of Christ" (108). The mentoring principle revealed here is

that when mentors empower their proteges for a purpose, they become an extension of
their mentors' influence by imitating and replicating what they are and what they do .

•

•
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Jesus was a master mentor. No human can hope to be the leader that Jesus was·after all, he was God and humans are not. Nevertheless, Jesus is the master, model, and
reference of leadership. Wofford comments on Jesus' actions as a developer of leaders:
Jesus left an example for mentoring and discipling. His ministry was
played out in the view of his twelve disciples. They heard him teach, they
saw him perform miracles, they heard him pray, and they saw him hang on
. the cross. When he taught the multitudes, they were there to learn. He
answered all their questions. He empowered them and sent them out to
preach the gospel, to heal, and to cast out evil spirits. He rejoiced with
them in their victories and consoled them in their failures. Above all, he
loved them and was their friend. Jesus was the master developer of leaders.
(35)
•

Though Jesus' leadership was unique, Christian leaders should imitate him (l Cor. 11:1).
For this reason, people must live a spirit-filled life. Leaders can only be like Jesus in their
.

own leadership and service through the power of the indwelling Spirit of God, which is
exactly the same leadership done by the first disciples in the primitive church. Leaders
should be aware that the mission of Jesus disciples is the same as the mission of the
•

master. He commissioned them: "As the Father has sent me, I am sending you" (John
20:21). In order to accomplish this mission, Christian leaders must keep getting to know
Jesus better and better and live in Jesus' likeness and

po~er.

;

Barnabas and SauVPaul
Originally named Joseph, Barnabas was from Cyprus and was probably a Grecian
Jew. The Bible does not say when Barnabas became a Christian. He appears for the first
time when he sold his own field in order to help tend to others' physical needs. The Bible
says, "Joseph, a Levite from Cyprus, whom the apostles called Barnabas (which mons
Son of Encouragement), sold a field he owned and brought the money and put it at the
apostles' feet" (Acts 4:36-37) .

•
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Later, when Paul, the persecutor of the church, became a Christian, Barnabas was
immediately convinced of Paul's unique calling. Barnabas thus built a bridge from Paul
to the apostles. Robert E. Logan and Sherilyn Carlton affirm, "Barnabas often acted as a
liaison between people, building bridges to bring them together" (16). In this way, the
mentoring relationship between Barnabas and Saul began .
•

Barnabas and Saul, due to the influence of Agabus' prophetic announcement of a
coming famine, showed the Jewish brethren that they and the Gentile disciples were not
forgetful of the love they owed the church in Jerusalem and Judea by being bearers of
contributions for the relief of the brethren (Acts 11 :27-30). On their return to Antioch,
Barnabas and Paul received their missionary calling by the Holy Spirit and the church
sent them off (Acts 13:2-3). Given the tilles of "apostles" (Acts 14: 14), Barnabas and
Paul made their first missionary journey to Cyprus and Pamphylia, Pisidia, Lycaonia, and
back to Antioch (Acts 13; 14). Barnabas was one of Paul's closest companions, traveling
with him on his missionary journeys. They were "men who have risked their lives for thtname of our Lord Jesus Christ" (Acts 15:25-26). Stephen B. Bond illustrates the spiritual
•

•

greatness of Barnabas:
Barnabas' greatest contributions to the Kingdom came through the two
men he mentored. Paul went on to establish the Gentile church and write
over half the New Testament. Mark became Paul's trusted lieutenant. ...
Neither Paul nor Mark would have made such a great impact without the
able mentoring of the Son of Encouragement. (132-33)
The Bible does not reveal the details of their relationship; however, the impact of
Barnabas' life and ministry as an encourager and mentor in Paul's life and ministry

~s

obvious. Howard and William Hendricks say something which challenges us:
By mentoring Paul, Barnabas was engaging in a ministry of multiplication.
The world has never been the same, which demonstrates that every time

•
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you build into the life of another person, you launch a process that ideally
will never end. (130-31)
May Christian leaders follow Barnabas' mentoring example in order to create a standing
impact into the world.

•

Paul and Timothy

•

The most intimate relationship of the apostle Paul with his fellows in ministry was
with a young man from Lystra called Timothy. Bruce points out, "Of all members of
Paul's circle, there was.none with whom he formed a closer mutual attachment than

•

Timothy" (Pauline Circle 29). For Paul, Timothy was more than a missionary partner;
Timothy was his spiritual son (1 Tim. 1:2).

•

•

Timothy's

spiritu~l

development had been rapid since his conversion; he was

commended not only by responsible Christians in his own city but also by those in
!conium, a city near Lystra. Paul immediately accepted their commendation and decided
to invest in that youth in order to prepare him for an important role in the Christian
•

church. Paul noticed Timothy's qualities, which would make him a great future leader.
Although Timothy presented some negatives characteristics, such as his tendency
to be timid and quite ashamed in his work (2 Tim. 1:7-8), Paul did not give up on him. As
a young minister, Timothy faced all sorts of pressures, conflicts, and challenges from the
church and his surrounding culture. Nevertheless, Paul's careful interaction, teaching,
encouragement, and leadership influenced Timothy in deep and meaningful ways
inspiring him to go beyond his limitations and hardships. He became Paul's protege,
pastor of the church at Ephesus, and a great leader.
Timothy received much of his training on the job as he traveled with Paul.
Timothy accompanied Paul in his Macedonian tour, but he and Silas stayed behind in
•

•

•
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•

Berea when the apostle went forward to Athens. Afterward, Timothy went on to Athens
and was immediately sent back (Acts 17: 15; 1 Thess. 3: 1) by Paul to visit the
Thessalonian church; he brought his report to Paul at Corinth (l Thess. 3:2, 6; Acts 18: 1,
5). Hence, both the epistles to the Thessalonians written at Corinth contain Timothy's and
•

Paul's names in the address.
•

During Paul's long stay at Ephesus, Timothy "ministered to him" (Acts 19:22)
and was sent before Paul to Macedonia and Corinth "to bring the Corinthians into
remembrance of the apostle's ways in Christ" (1 Cor. 4:17; 16:10). Timothy's name
accompanies Paul's name in the heading of2 Corinthians 1:1, showing that Timothy was
with Paul when writing to the Corinthians in Macedonia. Timothy was also with Paul
.

during the following winter at Corinth Vvhen Paul wrote his epistle to the Romans.
Timothy sent greetings with the apostle's to them (16:21) .
•

On Paul's return to Asia through Macedonia, Timothy went forward and waited
•
•

for the apostle at Troas (Acts 20:3-5). At Rome, Timothy was with Paul during Paul's
•

imprisonment, during which he wrote his epistles to the Colossians (Col. 1: 1), Philemon
•

(Philem. 1: 1), and Philippians (Phil. 1: 1). Timothy was imprisoned with Paul (Col. 1: 1
. and 4: 10), and both were eventually set free (Heb. 13:23). At this time, Paul was in Italy
(Heb. 13:24) waiting for Timothy to join him in order to depart for Jerusalem. The two
•

men were together at Ephesus after Paul's departing eastward from Italy (1 Tim. 1:3).
Paul left Timothy in Ephesus to superintend the church temporarily (1 Tim. 1:3), while
Paul went to Macedonia and Philippi in place of Timothy (Phil. 2: 19, 23-24). The 1(:1 ')t
mention of Timothy is Paul's request (2 Tim. 4: 13, 21) for Timothy to "do his diligence
to come before winter" and "bring the cloak" left with Carpus at Troas.
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•

Paul and Timothy's relationship is an outstanding example of mentoring. Paul
invested his time, energy, and heart in Timothy, extracting the best from his protege.
Sanders comments on the great value of this relationship:
Traveling with Paul brought Timothy into contact with men of stature
whose characters kindled in him a wholesome ambition. From his mentor
he learned to meet triumphantly the crises that Paul considered routine.
Paul shared with Timothy the work of preaching. Paul gave him the
responsibility of establishing a group of Christians at Thessalonica. Paul's
exacting standards, high expectations, and heavy demands brought out the
best in Timothy, saving him from a life of mediocrity. (149)
•

All the affection a father could feel for a like-minded son Paul felt for Timothy, and in
return he received from Timothy all the service and devotion a son could give to a father.
Timothy became a great Christian leader and kept Paul's influence in the world after
•

Paul's death.

Paul and the Elders of the Ephesians Church
Paul went to Jerusalem knowing it would be his last trip to visit the province of
•

Asia. He decided to sail past Ephesus to avoid spending time there, for he was in a hurry
to reach Jerusalem by the day of Pentecost. In Miletus, Paul sent to Ephesus for the elders
of the church. When he met them, he addressed what in his mind would be his final
•

words to them:
Now I know that none of you among whom I have gone about preaching
the kingdom will ever see me again. Therefore, I declare to you today that
I am innocent of the blood of all men. For I have not hesitated to procla im
to you the whole will of God. Keep watch over yourselves and all the flock
of which the Holy Spirit has made you overseers. Be shepherds of the
church of God, which he bought with his own blood. I know thnt after I
leave, savage wolves will come in among you and will not spare the flock.
Even from your own number men will arise and distort the truth in order to
draw away disciples after them. So be on your guard! Remember that for
three years I never stopped warning each of you night and day with tears.
Now I commit you to God and to the word of his grace, which can build
•

•

•
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you up and give you an inheritance among all those who are sanctified.
(Acts 20:25-32).
.

Paul was mentored by Barnabas and he, in turn, mentored others. The above passage
indicates that his mentoring included a group of leaders. Paul always invested his life in
people. F. F. Bruce says, "There are about seventy people mentioned by name in the New
Testament of whom \ve should never have heard were it not for their association with
Paul" (Pauline Circle 9). As the biblical text presents, in these three years ministering in
Ephesus he did an amazing mentoring job with the members of the church, especially
•

with the elders. Scripture is unclear if Paul mentored a particular person from the church
in Ephesus, but he did mentor a group of leaders. He affirms vehemently that he worked
hard, "warning each of them night and day with tears." In verse 20 of the same text, Paul
affirms he preached and taught them publicly and from house to house. He preached, he
•

taught, he had daily fellowship with them, and he became a model for them. His last
words to them include an exhortation to do the same for the flock in the church of God.
Mentoring one-an-one or one-on-many is God's method of developing leaders. In
•

- mentoring the people of God, the church can pass the torch of faith for the next
•

generation to spread the gospel through the world.
In mentoring, the concept of Ephesians 4:12 is applied: "to prepare God's people
for works of service, so that the body of Christ may be built up." Through mentoring,
leaders become empowered even as they also empower the members of the church to
become ministers. Coleman affirms, "The best work is always done with a few. Better to
give a year or so to one or two men who learn what it means to conquer for Christ than to
spend a lifetime with a congregation just keeping the program going" (117) .

•

•
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From Paul to the elders of Ephesus, from Moses to Joshua, from Jesus to the
disciples, mentoring is God's idea to empower leaders and multiply the Church. Paul
•

affirms today for the church, "Follow my example, as I follow the example of Christ" (1
Cor. 11: 1).

Mentoring Examples from Church History
•

Throughout the church's history, one can notice several examples of mentoring
relationships involving influential people.

Ambrose and Augustine
The influence of Ambrose on Augustine will always be open for discussion. The

C01lfessio1ls reveal some manly, brusque encounters between Ambrose and Augustine,
.

but doubtless Augustine had profound esteem for the learned bishop ("St. Ambrose").
Monica, Augustine's mother, loved Ambrose as an angel of God who uprooted her son
from his former ways and led him to his convictions about Christ. Monica held Ambrose
.

in deep respect as a pastor (Chadwick 16). After Monica, Ambrose was one of the most
powerful instruments of Augustine's conversion (Papini 104).
At age 28, Augustine traveled to Rome and then to on Milan where he met with
Bishop Ambrose. Augustine found the oratory of Ambrose less soothing and entertaining
but far more learned than that of other contemporaries. Ambrose was one of the
intellectual Christians who influenced Augustine (Chadwick 17). God used Ambrose':,
eloquence to convert Augustine (Pelikan 11), and under the tutelage of Ambrose,
Augustine was baptized (Papini 100). No one can deny Ambrose's influence upon
Augustine's conversion and ministry.
•

•
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Martin Luther and Philipp Melanchthon
At Wittenberg University, Philipp Melanchthon studied theology under Martin
•

Luther. In September 1519, he received his first degree in theology. Melanchthon turned
out to be a popular lecturer, and Luther, who was fourteen years his senior, recognized
Melanchthon's remarkable abilities.

•

Their relationship was to develop over the years into a deep, lifelong friendship.
Melanchthon was to say of Luther: "I would rather die than be separated from this man."
This friendship lasted until Luther's death in 1546 ("Martin Luther"). At Luther's funeral,
Melanchthon declared he was an orphan who had lost a dear noble man as his father
(Tomlin 175).
•

Melanchthon had been Luther's second in command throughout the 1520s
(Mullett 201) and is considered Luther's principal assistant in the Reformation (22).
Luther was the prophet among the Wittenberg theologians. He worked endlessly on
evangelical theology, but he had little time to systematize its various doctrines. Under his
influence and mentoring, Melanchthon became the theologian of the Reformation
•

•

(Tomlin 161-62).

•
•

John Wesley

•

John Wesley was the founder of Methodism, which has spread to almost every
country in the world and has a membership of some seventy million people (Cheetham
31). He inspired and influenced thousands of people during his lifetime leaving a legacy
of worldwide proportions (34), which would continue to develop over generations.
The Wesley's interlocking groups clearly show the mentoring concept. One
distinctive example was the class meetings created by Wesley for the purpose of

•

•
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multiplying leadership to support the results of evangelism in shepherding the flocks
(Byrne, Wesley and the Methodist Movement 38). In this group, ten to twelve people met
weekly in order to be held accountable for their spiritual growth. The group was formed
under the leadership of a faithful person. Devotional life of the members became
important. Religious exercise was used and supervised by a leader who advised,
restructured, reproved, and exhorted the members. These leaders became known as lay
leaders or sub-pastors (39). Mentoring relationships between the leader and the members
•

•

of the group featured strong openness and transparency, and transformation occurred for
all participants, including the leader. Talking about the class meetings as the key element
•

for wl1at is called "Wesleyan revolution," D. Michael Henderson affirms, "Using the
.

powerful combination of field preaching and class meetings, the Methodist revival was
underway" (29). He completes, "The class meeting which Wesley developed was the
instrument by which preaching and doctrine were harnessed into spiritual renewal. It
carried the revolution" (31) .

•

The bands were another kind of Wesley's interlocking groups. These groups
consisted of four to six people and were organized by gender, age, and marital status. The
band leaders were called "keepers" (Watson 116). The participants had frank, open, and
honest discussion of spiritual condition and needs. Members of the bands were carefully
screened. Wesley held these groups in high regard because of their work and spiritual
basis (Byrne, John Wesley alld Learning 159). From here Wesley selected certain leaders
•

to rise even further in Methodism.
Wesley's interlocking groups had one more level for leadership advancement
called select society. The select society was composed of special people carefully
•

•

•
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selected by Wesley into senior leadership training. The meeti"ngs of this group were
conducted along the same lines as the bands. In the selected society, Wesley received
feedback from his most trusted leaders, and together they worked for Methodism's
improvement and growth.
John Wesley carefully supervised all of these meetings for purposes of discipline,
spiritual growth, and training. He gave specific standards and rules for organization,
conduct, and supervision of these meetings and served often as a spiritual guide to them
•

(Byrne, John Wesley and Learning 159). Henderson points out that "the purpose of this
group was to model or exemplify what Methodism was about, especially the perfecting of
the human spirit, and it was to provide a training experience in the doctrines and methods
•

of Methodism" (121).
As one can notice, the mentoring concept and practice of mentoring are present in
•

Wesley's interlocking groups. Mentoring was the ground for Methodism's flourishing
•
•

further during Wesley's time and over the generations .
•

Contemporary Models of Mentoring
•

Mentoring is not a new concept, but it came back renewed as the key for
. developing leaders and mature people in all society. West comments on this rediscovery
of mentoring, "It is now a buzzword in all sectors of society as business, education,
•

community, and church leaders all urge their people to find and become mentors" (lntro1). As a result of this revival of the mentoring concept, many organizations promote
mentoring relationships in society and in the Christian world .

•
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•

•

Mentor
Mentor is an organization of mentoring partnerships that work to expand quality
mentoring. It networks with the government and other partners all over the United States.
This group believes that with the help and guidance of an adult mentor each child can
discover how to unlock and achieve his or her potential ("About Mentor").
In 2005, Mentor conducted the second Mentoring in America poll to assess the
cUlTent state of mentoring in the United States. The data shows a view of the reality of the
•

mentoring programs in the country:
•

Three million adults have formal, one-to-one mentoring relationships with

young people; an increase of 19 percent since 2002.
•

Of existing mentors, 96 percent would recommend mentoring to others.

•

Of all American adults who are not cUlTently mentoring a young person, 44

million would seriously consider it.
•

•

While the average mentoring relationship lasts nine months, 38 percent last at

least one year.
•

The majority of mentors are willing to work with youth in unique or difficult

situations, including children of incarcerated parents, youth with disabilities, and
immigrant youth ("Mentoring in America 2005" ii).
Mentor affirms it is leading a national movement to connect young Americans
with caring adult mentors.

Big Brothers/Big Sisters of America
One example of a contenporary mentoring model is Big BrotherslBig Sisters of
America, which provides volunteers with quality and professional assistance to help
•

•
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children and youth become responsible men and women. It is an organization grounded
in the one-to-one relationship concept, between an adult volunteer (mentor) and a child
facing risky situation (protege), ages six through eighteen, who usually comes from a
family with just one parent ("About Us").
Founded in 1904, the Big Brothers/Big Sisters of America currently operates in all
fifty states of the United States and in thirty-five countries around the world. Its mission
is to help children reach their potential through professionally supported, one-to-one
relationships with mentors that have a measurable impact on youth ("About Us") .
•

Big BrotherslBig Sisters of America affirms that mentors have a direct and
measurable impact on children's lives. By participating in their youth mentoring
.

programs, little Brothers and Sisters are:
•

•

More confident in their schoolwork performance (Tierney, Grossman, and
Resch 25),

•

•

Able to get along better with their families (25),

• . 46 percent less likely to begin using illegal drugs (20),
•

•

27 percent less likely to begin using alcohol

•

52 percent less likely to skip school (24).

(2~),

and

Other mentoring organizations have points in common with Big BrotherslBig
Sisters of America: Help One Student to Succeed, One Hundred Black Men, The
National One-to-One Mentoring Partnership, Amachi, and Hispanic Mentoring Initiative .

•

•
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MentorLink International
MentorLink International is "a tightly focused ministry that arose from the need
for effective spiritual shepherds, the unprecedented growth of the Church and a vision
grown in the hearts of mission-minded leaders" ("Our Vision").
MentorLink's mission is "for every believing community, effective leaders; for
every leader, an effective Christ-like mentor" ("Our Vision"). They affirm that
evangelism and the strategy of church planting have resulted in a huge global numerical
growth. Many ministries have allocated resources to produce new believers and gather
them into congregations; however, no similar efforts have been made to build pastors
resulting in dozens of thousands of believers without effective leaders.
,

MentorLink affirms that the body of Christ needs nearly two million more pastors
and millions of other leaders. Figure 2.1 illustrates this situation. MentorLink presents
these data based on answered questionnaires by key leaders from all over the world .

•
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Figure 2.2. The worldwide shortfall of leaders.

MentorLink's objectives are to find national leaders and equip them in order to
become mentors who practice transformational leadership. They invite spiritual leaders to
,

•
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corne back to the biblical pattern of mentoring for the purpose of reproducing themselves
through intentional and transformational mentoring and training proteges to reproduce
this kind of ministry.
•

MentorLink uses five strategies to accelerate what they called "Saturation
Leadership Development." They are partnering, transformational training, prayer
•

•
.

mobilization, Web-assisted mentoring, and financial and people resourcing.
MentorLink's last goal is to assist national leaders to grasp this vision and to
extend the mentoring movement beyond their own frontiers, reaching neighboring
countries.

Mapi

Ministerio de Apoio a Pastores e Igrejas (Support Ministry to Pastors and
•

Churches)
Sepal

Servi~o

de Evahgeliza~ao para a America Latina (Service of .

Evangelization for the Latin America)

is an international organization ministering in

Brazil for the past thirty years that developed the Mapi, a ministry focused on giving

•

support to pastors and churches in Brazil.
•

•

Mapi's team offers training to hundreds of pastors each year and has a support
•

network of over three hundred pastors all over Brazil.
Mapi's vision is "each pastor with a mentor, each church with healthy leadership"
("Visao"). They support pastors and give assistance by offering models and tools for the
health and reproduction of pastors.
Mapi works with three different forms of mentoring.

Formal and informal mentoring. Formal mentoring entails the commitment
,

from mentors and pastors to meet for the purpose of mentoring. Informal mentoring takes
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place by accident in daily life, many times, without expectation or proposed meetings
with mentoring goals. Mapi affirms that the ideal is to have formal meetings with
informal moments ("Varios Modelos de Mentoria").

Vertical and horizontal mentoring, or reciprocal. Mapi encourages mutual
pastoral mentoring in groups of three. This kind of mutual accountability and assistance
is called horizontal mentoring. Vertical mentoring is different. It involves a more
experienced person coaching another less experienced person ("Varios Modelos de
•

•

Mentoria").

One-to-one and group mentoring. Mapi points out that the Bible does not
•

recouI)t Jesus meeting a disciple alone except with Peter after the resurrection and only
•

for the purpose of his restoration. Jesus placed priority on group mentoring. Although
Mapi emphasizes group mentoring, it affirms the validity of periodic individual
•

mentoring ("Varios Modelos de Mentoria") .

Summary

•

Normally, typical mentoring programs have the following steps:
•

Recruiting and training of mentors,

•

Selection and preparing of proteges,

•

Establishment of goals, patterns, and borders between mentor and proteges,

•

Mentoring and supervision of the progress, and

•

Support and feedback to mentors and proteges .

•

•

Benefits of Mentoring
As a result of the literature, I relate

~ome

benefits of mentoring as follows .

•

•
•

•
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•

Benefits for the Mentor

Proteges challenge their mentors with new ideas and different perspectives.
Through the mentoring process, mentors renew their lives and instigate new
ideals.
•

Mentors enhance their ministry development.
Mentors enjoy contentment when they see effective and successful leaders under
their leadership .
. Mentors have close friends and young people around them for years to come.
Mentoring contributes to mentors finishing well in their ministries.
Mentors see God working through them in their proteges' lives and in the
•

community.
Mentors accomplish God's will (2 Tim. 2:2; Eph. 4) .
•

Benefits for the Proteges
•

Proteges have support for their leadership and reach personal goals .

•

•

Proteges improve their abilities.
•

Proteges are empowered by their mentors.
Proteges develop accountability relationships and group work .

•

Proteges sharpen their leadership tools .
•

Proteges enjoy fellowship and intimacy instead of isolation.
Proteges are stimulated to grow.
Proteges increase their confidence, status, and credibility.

Benefits for the Church Community
The church is hlessed for leadership reproduction.
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•

•

•

The church enjoys capable and effective leaders.
The church has a succession of leaders and an example of how to train new
leaders.
•

The church's environment is fresh and open for new projects.
The church expands its ministry and influence in the community.
God"s kingdom is exalted and the divine truth is perpetuated.

Summary
•

The review of literature focused on mentoring relationships for leadership
training. As one can see, the mentoring concept is shaped by and modeled upon the way
God created the Church as a body and God's essence as the Trinity. Mentoring is the
.

intentional and interpersonal relationship between mentor and protege in which a mentor
helps a protege reach his or her God-given potential. Jesus and many other important
persons in the Bible displayed mentoring in this way. Mentoring was applied in the
•

development and training of leaders throughout the church's history. The today's leaders
can learn from all these examples of the benefits for the mentors, proteges, and for the
church community. Mentoring is God's idea for training leaders in the church in the past,
present, and future.

•

•
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CHAPTER 3
METHODOLOGY
The purpose of this study was to evaluate the impact of a group mentoring
program in creating effective leadership in the Central Missionary Church in Maringa,
Parana, Brazil. It was a study of how the One-on-Many mentoring program can impact
the development of effective leaders in a large local church. It consists of mentoring eight
to twelve people over an eight-month period (from May 2007 to December 2007).
The project included 'a mentoring program with two two-hour sessions each
•

month in the MCMC's facilities or in another places, depending of the purpose of the
session. In addition to the biweekly instructional sessions, the participants developed
•

their Opus Gloria and Growth Plan. Othel activities included spiritual retreats and
fellowships.

•

Research Questions
•

The following research questions guided this study .

Research'Question # 1
What was the level of spirituality, healthy relationships, and competence in
leadership effectiveness prior to the mentoring program?
The answer to this question provided the ground for this study. The participants
were assessed at their entry point into the program in order to provide data to measure the
behavioral changes during the mentoring. The data of the pre-semi-structured interview
and the pre-survey established an entry baseline to determine whether or not the
mentoring program had impacted the participants in creating effective leadership .

•

•
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Research Question # 2
How did the participants change in their level of spirituality, healthy relationships,
and competence in leadership effectiveness because of the specific mentoring training
they received from the eight month experience?
The project assumed the participants in the mentoring training would be affected
•

positively in their life and ministry. It used researcher-designed instruments (pre- and
post-survey; see Appendixes D and E) to measure the changes in the level of spirituality,
healthy relationships, and competence in leadership effectiveness of the participants. The
study attempted to document as much as possible the data indicating the participants'
improvement in these areas.
Because the project also expected to evaluate spiritual growth, a subjective
measure, I used questionnaires to survey at least two other people beyond each
participant
•

the ministry leader and a family member of the participants (see Appendix

F). In selecting these two persons, I considered their level of relationship with the
participant. I preferred surveying the spouse or another Christian family member of the
participant, in addition to someone else very connected with the participant in his or her
ministry.

Research Question # 3
What elements of the program contributed most to its impact?
I organized the collected data around the level of spirituality, healthy
relationships, and competence in leadership effectiveness of the participants for the
purpose of measuring the participants' improvement in these main areas. I scrutinized

•

•
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and compared the pre- and post-data collected at the end of the program and I put them in
•

order of importance.
The best evaluation of the model would include tracking each one of the
participants for at least one more year, but this study was limited by time and more
lengthy research was beyond the purpose and ability of this study .
•

.

Participants
Some participants (proteges) came from the stage of the Ministerial Formation
and Theological Education in the MCMC's structure as showed in chapter 1. They were
already involved in ministry with present potential to be leaders or have leadership gifts
(Rom. 12:8), and/or want a deeper engagement in the church or are exhibiting a pastoral
vocation.
Three participants were' newly graduated pastors in training at MCMC .selected for
the program by the pastoral staff. Four were seminary students and involved in several
•

ministries at the church. Two participants were showing high potential for ministry but
were not yet enrolled in the MCMC's seminary .
•

•

The MCMC's pastoral staff approved all participants to participate in the
•

program, The program's goal, to evaluate the impact of group mentoring program in
creating effective leadership in the MCMC. I presented this goal as a benefit to the local
church and for the participants. In spite of the denominational church ordaining women,
all participants were men, This gender bias occuned because the mentor was a man, and,
because mentoring is characterized by a close and intimate relationship, one believe~ that
mentoring needs to take place among people of the same sex .

•

•
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I expected some characteristics of the participants: responsibility, emotional
balance, teamwork, and openness to spiritual accountability.
The participants should be able to fulfill the following requirements:
• Be active and maintain total participation in the program,
• Be ready to connect with people in a mutually submissive environment (Eph.
•

5:21 ),

• Be genuinely open to learning new things and having fresh experiences,
•

•

• Be disciplined in maintaining the schedule and activities,
• Be disciplined in their daily prayer and devotional life,
•

.• Finish their Opus Gloria and Growth Plan at the end of the program, and
• Acomplish additional tasks.

Instruments
•

This project was an evaluative study of the mentoring group implementation for

•

leadership development in the local church. The study included a researcher-designed
pre- and exit semi-structured interview (see Appendixes B and C). I used the pre-semistructured interview to obtain an over?lI view of the participants related to the issues of
this project. I applied it in the beginning of the program in May. The pre-semi-structured
interview had nine questions.
The exit semi-structured interview had eleven questions for the purpose of
measuring affective and behavioral variables. I administered it to the participants in
•

December at the end of the program.
The researcher-designed pre- and pc<;t-survey with the participants had the same
•

35 statements (see Appendixes D and E). I also applied them in May and December, at
•

•

•
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the beginning and the end of the program. The purpose of these surveys was to identify
the changes the participants experienced during the mentoring program.
The researcher-designed semi-structured interviews with the ministry leaders and
with a family member of the participants (see Appendix F) were the same. The purpose
was to obtain data from different people connected with the participants. It had eight
.

questions and space for additional comments. I gave this semi-structured interview to the
leaders and family members by the participants in the end of the project. I also created a
•

journal to register my personal data about the development of the program.

Face Validity and Response Bias
The pre- and post-training surveys were administered to a team of pastors from
.

the MCMC's denomination prior to the onset of the study, for feedback and input to
ensure the effectiveness of the tools. I evaluated questions for clarity, and the survey for
•

ease of use. The pilot test helped evaluate the face validity of the tool for measuring
•

.

change in the participants' spiritual lives, healthy relationships, and competence in
•

leadership effectiveness.
•

The following steps were used to eliminate or curtail response bias and make the
instruments as readable as possible. First, rather than grouping all the statements for each
of the three qualities into separate blocks, I varied their order into a blended whole. I
•

projected that the participant would not perceive the connection between these statements
and those related to the.evaluated leadership quality. In any case, the participants were
not aware of the three leadership qualities being evaluated when I administered the p:-esurvey. Second, I took advantage of the eight-month period between the administration of

•
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•

•

the two surveys. The participants answered the post-survey without any access to the first
survey's data and after a substantial amount of time. .
Any evaluative instrument is limited to the integrity of the participants' answers.
A vital factor in the integrity of the responses was to protect the confidentiality and
anonymity of the participants.

Data Collection
In the first meeting, I gave to the participants the Release Form for Research
•

Participation (see Appendix G). The participants signed it, granting permission for me to
use the results of this study.
I administered the pre-semi-structured interview and the pre-survey at the
.

beginning of the program in May and immediately collected them. I applied the exit
semi-structured interview and the post-survey to the participants at the end of the
program in December and immediately collected them.
•

The semi-structured interview with the ministry leaders and with a family member
of the participants took place in January.
I ensured confidentiality for each of the participants. Also, I did not share my
evaluations and questionnaire results with the participants unless the participant
specifically asked for such information to be shared.

Data Analysis
The questionnaires and semi-structured interviews covered themes connected to
spirituality, healthy relationships, and competence in leadership effectiveness of the
participants. As a result, I had five levels of analysis:
•

Pre- and post-questionnaires (descriptive statistics),
•

•
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•

Pre- and exit semi-structured interview (ethnographic),

•

Questionnaire with a family member (descriptive statistics),

•

Questionnaire with the ministry leaders of the participants (descriptive

statistics), and
•

Field notes

obstacles, facilitation conditionals, etc. (ethnographic).

Results of this study are summarized in chapter 4 .

•

•

•

•

•

•

•

•
•

•

•
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CHAPTER 4
FINDINGS
•

The purpose of this study was to evaluate the impact of a group mentoring
•

program in creating effective leadership in the Central Missionary Church in Maringa,
Parana, Brazil. In order to achieve this purpose, I defined what effective leadership
•

means. As defined in Chapter 1, effective leadership has three qualities: a growing
spiritual life, healthy relationships, and competence in leadership effectiveness .
•

I used all data collection instruments to gather data on the participants' profile and

to evaluate how the One-on-Many mentoring program has impacted them after the eightmonth period (from May 2007 to December 2007), especially in the three qualities of
.

effective leadership. This chapter gives a descriptive presentation of the data collected
and analyzed.
Three research questions guided this study: What was the level of spirituality,
healthy relationships, and competence in leadership effectiveness prior to the mentoring
program? How did the participants change in their level of spirituality, healthy
relationships, and competence in leadership effectiveness l?ecause of the specific
mentoring training they received from the eight month experience? What elements of the
program contributed most to its impact?

Profile of Participants
After I chose the group for the mentoring program, in the first meeting I presented
the project to the participants, and they answered the pre-semi-structured interview (;.ee
Appendix B). It allowed me to collect demographic data for the purpose of identifying
•
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•

certain potential independent variables such as age, gender, education level, and number
•

of years in the church.

•

•

I chose eleven participants to participate in the program. After two months,
however, two participants left the program. One moved to another city in order to
complete his studies in the denomination's seminary. The other participant confessed to
•

having committed a grievous sin and almost left the fellowship of the church. Since then,
the pastoral leadership of the church has been working with him in the process of healing
and restoration. Both of them affirmed that they missed the mentoring experience and
that they hope to have another opportunity in the future. Fortunately, the absence of these
two participants did not affect the achievement of the goals of the mentoring program.
The participants who completed the program were all men between the ages of
17-36. Two of them were between the ages of 17-20, two between the ages of21-25,
three between the ages of 26-30, and two between the ages of 31-36. Five of them (56
percent) were married and four were single (44 percent).
Their educational backgrounds were as follows: two participants had high a
•

•

school degree, four had started but not completed college, four had college degrees, and
•

one had a postgraduate degree.

•

Regarding their ministry position, three participants were newly graduated pastors
in training at MCMC selected for the program by the pastoral staff. Four were seminary
students and involved in several ministries at the church. Two participants were showing
high potential for ministry but were not yet enrolled in the MCMC's seminary.
Considering membership in the church, the three newly graduated pastors were
members of other Missionary churches for many years and were in training for about a

•
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year at the MCMC. Three participants had between three to five years of membership in
the church. One participant had two years of membership, and one seminary student
came to MCMC in January 2007 from another Missionary church where he had been a
member for several years.
The group was heterogenic in relation to several characteristics such as age,
educational background, ministry position, and marital status. Similarities included
gender, being members of the MCMC, and being involved in ministry in the local church .
•

•

In spite of the denominational church ordaining women, all participants were men. This
gender bias occurred because the mentor was a man, and because mentoring is
•

charac.terized by a close and intimate relationship, one believes that mentoring needs to
.

take place among people of the same sex.
Following is a descriptive presentation of the data collected and analyzed from the
•

nine participants through the pre-interview. It had nine questions beyond the
demographic information collected. One will note, from the tables, that some of them

•

have more than nine answers because the pre-interview questions were open and some of
the participants gave more than one response for each

que~tion.

The reason for that was

•

for the participants to freely express themselves in answering the questions.
Table 4.1 shows that some of the participants are involved in several ministries of
the MCMC.

•

•

•

•

•
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•

Table 4.1. Today's Ministries
Ministry
•

n

Praise ministry

5

Teaching ministry

5

Usherin ::cr

3

Pastoral

3
•

Hospital evangelism

2
•

-

•

Preaching:

I

Hospital chaplain

I

Prayer ministry

I

Visitation

I

Pastoral trainim!

I

-

•

The participants affirmed that they have more than one gift and/or ability. Table
.

4.2 shows which gift or ability the participants have .

•

Table 4.2. Gifts or Primary Abilities (N=9)

•

Gift or Ability

n

Music

4

Evancrelism
c

4

•

•

Pastor

4

Praise leader

2

Teaching

•

•

Communication

I

Leadership

I

Prophet

I

Discernment

I

Administration

I

Service

I

•
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•

•

All the participants but one affirmed they have a clear sense of God's calling for
ministry .
•

•

•

Table 4.3. Clear Sense of Calling (N=9)
Call

n

Yes

8

No

J

•

God's calling for ministry can involve several roles. Table 4.4 shows the roles the
participants can perform in ministry. It is a group with a clear sense of God's calling,
already engaged in many pastoral tasks.

Table 4.4. Description of the Calling
Role

•

n

Be a pastor

5

Start new churches

2

Be significant to attend the needs of the church

2

Be an evangelist

I

Be a pastor of the praise ministry

I

~

•

Be a teacher

I

Be a praise leader

I

Table 4.5 presents the strengths and weakness of the participants in the three areas
of effective leadership. The participants demonstrated that they are stronger in
relationships. Also, they indicated they were seeking leadership improvement, as one can
observe in Tables 4.9 and 4.10.

•

Oliveira 68

Table 4.5. Areas of Effective Leadership: Spirituality, Healthy Relationships, and
Competence in Leadership Effectiveness
Area

Strong

Weak

Spirituality

3

3

Relationships

5

2

Leadership

3

5

•

•

Table 4.6 reveals that the participants tend to exert more influence upon people in their
inner circle. This trait is very natural and underscores the relevance of mentoring
•

relationships. People are impacted by others with whom they are closely related in some
•

way.

•

Table 4.6. Circle of Influence
•

Relationships Circle

n

Family

8

Ministry partners

6

•

•

Friends
•

•

Job's friends

2

College's friends

I

In the pre-interview I asked the participants about which areas of their lives reflected
positive qualities that others could imitate. Table 4.7 shows the areas they assumed they
have as a positive quality .

•

•
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Table 4.7. Areas of Positive Example
Areas

•

Availability

5

Perseverance

3

Determi nation

2

Initiative

2

Commitment

2

Desiring to make a difference

I

Lon"-rancre
e
e vision

I

Boldness

I

Passion

I

Mercy

I

Overcome obstacles

I

Faithfulness

I

Balance

I

Self-love

I

Team work

I

Faith

I

~

•

n

The participants shared their negative qualities through the pre-interview. The five
•

first responses are related to problems of discipline, an essential factor on leadership
effectiveness.
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Table 4.8. Areas of Negative Example
•

Areas

n

Lack of discipline

5

Negligence

3

Procrastination

2

Lack of priorities

2.

Lack. of organization

2

Intolerance with others

2

Low leadership

I

Selfishness

1

Self-surticiency

I

Low spirituality

I

Impatience

I

~

•

The pmticipants named three areas in which they wanted God to move in their
spiritual walk. Table 4.9 shows these areas from the strongest to the weakest.
•

Table 4.9. Growth Areas
Areas
Leadership
•

Relationships

n
6
4

Discipline

•

•

•

Dynamism .

2

Efficiency

2

Spirituality

2

Organization

1

Faithfulness

1

Availability

I

Perseverance

I

Charisma

)

Preachin clT

)

Boldne.,s

)
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When asked about their expectations for the program, six participants answered
that it was leadership improvement.

Table 4.10. Mentoring Expectations

•

•

Expectations

n

Leadership improvement

6

Spiritual strength

4

Relationships

3

Discipline

3

Ministerial organization

2

Be more significant in life

I

Intimacy with God

I

Scripture's discernment

I

Character growth

I

Growth in love for people

I

Perseverance

I

Improvement

I

Self-control

I

Knowledge

I

.

•

~

~

•

•

Pre- and Post-Survey Changes in Leadership Effectiveness
•

During the first meeting, I asked each participant to complete the pre-survey (see
Appendix D) with thirty-five statements about the three qualities of effective leadership:
growing spiritual life (15 statements), healthy relationships (l0 statements), and
competence in leadership effectiveness (10 statements). The growing spiritual life quality
had more statements than the others because of the higher complexity involved in
measuring spiritual improvement. I administered the post-survey (see Appendix E) with
.

the same . statements at the conclusion of the program. The goal in administerin 0cr these

•

•
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two surveys was to measure the amount of overall change in the participants and the
impact of the program.

•

I highlight two important issues related to the reliability of the surveys. First, the

•

statements related to the three qualities of effective leadership were mixed. I mixed them
so that the participant would not connect of the statement with the evaluated leadership
quality. In addition, when I administered the pre-survey, the participants were not aware
of the three leadership qualities on which they were being evaluated. Second, I highlight
•

the eight-month period. between the administration of the two surveys. The participants
answered the post-survey without any access to the first survey's data and after a
substantial amount of time .
.

The two surveys had five levels of responses. Participants chose between levell,

•

if the statement was definitely false or if the participants strongly disagreed and level 5, if
•

the statement was definitely true or if the participants strongly agree. Each level of
•
•

response corresponded to 1.0 point on the deviation in the scale. For the purpose of
•

visualization and a better understanding of the impact of the program, I transformed the
•

qualitative data into quantitative data.

•

I considered the data collected froni the pre- and post-surveys as points. The

•

possible level of deviation in the two surveys in the spirituality quality was 60 points
•

(from 15 points to 75 points). The possible level of deviation in the two surveys in the
healthy relationships and competence in leadership effectiveness qualities was 40 points
(from 10 points to 50 points).
By comparing the pre- and post-surveys, one is able to measure the increase or
decrease in the level of each participant. For instance, in Figure 4.1 a protege (P6) scored

•
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52 points at the spirituality quality level in the pre-survey. In the post-survey he scored 71
points.
The following figures illustrate the deviation rate of the participants in each one of
the three qualities of effective leadership.
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Figure 4.1. Spirituality.
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Figure 4.2. Relationships .
•
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Figure 4.3. Leadership.

The range of the total scores of the participants in the three qualities in the presurvey was from 131 (lowest) to 152 (highest). The overall score of the group was 141.11
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points. The range of the total scores of the participants in the post-survey was 137
(lowest) to 171 (highest). The overall score of the group was 155.11 points. The total
•

level of deviation for the group in the three leadership qualities between the pre- and
post-surveys was 14 points.
The Figure 4.4 shows the overall score of the participants in the three qualities of
effective leadership. In this figure one can see the deviation level among all participants
in the program.
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Figure 4.4. Total points of the three qualities.

All participants presented some level of change in the three qualities of effective
leadership. Nevertheless, there were two exceptions. The P.7 protege did not change in
the spirituality and healthy relationships qualities (see Figures 4.1 and 4.2). In the
leadership quality he presented a decrease level of two points (see Figure 4.3). The P.7
protege had the highest score (152 points) in the three qualities in the pre-survey and in
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the post-survey he had 150 points and was still close to the group's overall score of
155.11. It shows that he had a high view of himself prior the program.
The P.l protege demonstrated an increase of two points in the spirituality quality
(see Figure 4.1), and a decrease of one point in the healthy relationships and leadership
qualities (see Figures 4.2 and 4.3). For this reason his total score was the same in the two
•

surveys. The P.I and P.7 proteges did not present any considerable change as
demonstrated by the pre- and post-surveys.
When one compares this data with the collected data from the other instruments
where these two proteges demonstrated growth, one can conclude that their post-test
perceptions of these qualities were more accurate than before. They improved their self.

perception of who they were as Christians, relational persons, and leaders. The P.7
protege had overestimated his leadership qualities. Although the survey scores indicated
no change, their self-awareness
•

in relation to these qualities

may have grown.

In other words, these two proteges had overvalued their abilities prior to the
program, and after the mentoring experience, they had a more humble and realistic view
•

about themselves. If this assumption is true, the insignificaI.1t score deviation in these two
•

cases could be viewed as positive for the project. .
Figure 4.5 presents the percentage variation of each participant in the three
qualities of effective leadership .

•
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Figure 4.5. The p~rcentage variation of each participant.

Six participants demonstrated over 10 percent growth at least in one of the
qualities. This data is very noteworthy. Five participants presented growth of 15 percent
•

or more in at least in one of the qualities. The P.2 protege demonstrated growth of 23
percent in leadership, and the P.8 protege grew 20 percent in spirituality .
.

The P.6 protege presented an outstanding growth rate in leadership (28 percent)
and spirituality (32 percent), above all the others participants. He was one of the new
pastors in training and demonstrated an exceptional desire for improvement during the
program. Also, immediately after the mentoring program was over, this protege was
scheduled to engage in the development of a new church. Thus, he was very determined
to take advantage of the program in order to bt; prepared for his future ministry .

•
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Figure 4.6 shows the participants' group score in the three leadership qualities.
The group presented a deviation of 9.41 points in spirituality, 5.67 points in healthy
relationships and 8.0 points in leadership effectiveness.
•

•

AREAS GROUP SCORE
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Figure 4.6. Areas group score.

.

Following is the evaluation of the participants' growth by area. The general rate
growth of the group in spirituality was 12 percent, 11 percent in leadership and 6.90
percent in relationships. The participants had a higher growth in spirituality as was also
shown in Figure 4.6. The overall growth score of the group was 9.7 percent. This data
shows a great improvement in the participants after the eight-month mentoring program.
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Questionnaires for People Connected with the Participants
For the purpose of obtaining data from different people connected with the
participants, I administered a researcher-designed semi-structured interview with the
•

ministry leaders and with a family member of the participants (see Appendix F). The
questionnaires were the same. It had eight questions and space for additional comments. I
•

gave these semi-structured interviews to the leaders and family members by the
participants at the end of the project and collected them in January.

Questionnaire with a Family Member
The mentoring program had nine participants; even so, only eight participants
answered the questionnaires because one of the participants was living alone far from his
family.
Five questionnaires were answered by spouses (62.5 percent) and three by parents
(37.5 percent). The proximity of the family members to the protege is significant because
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it allowed for a better evaluation of the impact of the program on the whole life of the
•

participants.
All family members affirmed that the overall impression of the participant's
•

mentoring experience was positive or highly positive. Seven of them (87.5 percent)
declared that the participants have a deeper spiritual life than before their participation in
the program. The overall rate of the spirituality of the participants was 8.62.
Table 4.11 presents the changes given by the family members in the participants'
spirituality. Some family members affirmed more than one category .
•

Table 4.11. Examples of Spiritual Growth
•

Examples

n

More discipline in the devotional Ii fe

4

More intimacy with God through prayer

2

More Scripture's knowledge

I

Concerning about to do what pleasures Jesus

I

More necessity of God's presence

I

•

•

•
•

Six family members (75 percent) answered that the participants had a more
effective performance in ministry than before their participation in the program. The
overall rate of the ministry performance of the participants was 8.87.

"

All family members affirmed that the participants improved in their relationships.
This improvement is the highest percentage of the evaluation of the three effective
leadership qualities. This improvement is significant because in the pre- and post-surv,;ys
the relationship quality of effective leadership presented the smallest amount of growth in
all three. As can be observed, the changes in the relationship quality were more

•

•
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experienced by the family. A wife commented, "My husband has been a good listener,
more romantic, a good friend, has spent more time with me, and has demonstrated love
through his attitude change."
•

The family members' data shows that the general impact of the program in the
participants' life was highly positive. Another spouse wrote, "The program has been an
•

injection of encouragement in the participants. It should be expanded to their wives."

Questionnaire with the Ministry Leaders of the Participants
•

All ministry leaders of the participants answered the questionnaires. Table 4.12

shows that the leaders' overall impression of the participant's mentoring experience was
positive.

Table 4.12. Leaders' Commentaries about the Mentoring Experience
Commentaries

n

It cieated excitement and commitment.

4

It helped the participant to become a more mature Christian and person.

I

It created an anguish for growth.

I

The participant improved in confidence and boldness.

I

The participant had a desire to apply the learning immediately.

I

It seems the participanl has grown.

I

Four leaders (44.44 percent) affirmed that the participant had a deeper spiritual
life than before his participation in the program. One leader answered no, and four
leaders said they were uncertain about the answer. The overall rate of the spirituality of
the participants was 8.0. On the other hand, all leaders but one (88.88 percent) affirmed
•

that the participants had a more effective performance in ministry than before their
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participation in the program. The overall rate of the ministry performance of the
participants was 8.22 .
•

•

The difference between the answers in relation to the impact of the program in
these two areas would be an indication of the lack of closeness between leader-

participants. The researcher talked with two leaders of the participants, and they shared

•

•

their difficulties in evaluating the improvement of the participants in their spiritual life
and relationships. The reason given was that when they stopped the work in order to talk
to one another, all the time was spent in things related with the functioning of their task in
their ministries. The result was that the leaders were aware of the ministry improvement
of the participants, but unaware of their improvement in spirituality and relationships .
.

Many times pastors and leaders

fac ·~

difficulties in supervising the spiritual life of

their subordinates because their focus is on effectiveness and results. They forget the vital
connection between healthy spiritual life and effectiveness in ministry.
Table 4.13 contains some leaders' comments about the impact of the program in

•

the ministry performance of the participants. Some leaders expressed more than one
•

•

comment.
•

•

Table 4.13. Leaders' Commentaries about Ministry Performance
Commentaries

n

The participant has shown more effectiveness.

3

The participant has more focus on the goals.

2

The participant has become more active and dedicated.

I

The participant is more mature tu face difficulties.

I

The participan: has grown in the discipleship area.

I

The participant is more confident.

I

The participant remains the same.

I
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About the relationships quality, five leaders (55.55 percent) affirmed that the
participants improved in their relationships. Four leaders (44.44 percent) said that they
did not perceive any difference in their relationships. Two leaders commented that the
participants were as friendly as before.
This data is very interesting when compared with the opinions of the family
members of the participants. All family members affirmed that the participants improved
in their relationships. This improvement was the highest percentage of the evaluation of
•

•

the three effective leadership qualities in their questionnaires. It shows that the family
members were more sensitive to the participants' improvement in the healthy
•

relatiopships quality.

Exit Semi-Structured Interview
I gave the exit semi-structured interview to the participants at the end of the
program in December and immediately collected them. It was one more instrument for
measuring the impact of the mentoring program in the participants' life. It had eleven
questions; most of them were open for more than one answer (see Appendix C).
Eight participants commented that the mentoring

e~perience

was positive and

•

important. Only one of them said the experience was frustrating because he realized that
the more simple attitudes were what took him closer to God. That is, he thought that
through mentoring he would discovery amazing new things, but he realized that what
makes one an effective leader are the simple and small things involved in the walk with
•

God. The feeling of frustration is not uncommon in this kind of mentoring experience .
Frustration can set in when the content of the reflexion, the mutual learning, and the
•

•

•

•
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values shared, create a feeling of dissatisfaction about who tile participants are and how
they live.
Following are some of the participants' statements about the impact of the
program in their lives. They reveal the impact on issues connected with the three qualities
of the effective leadership.
•

Table 4.14. Participants' Commentaries about the Program
•

•

Commentaries

n

The program brought me direction for life.

2

The program changed my faith structures.

I

I am grateful for this opportunity.

I

The program gaye me a great push toward Christ.

I

My leadership vision was expanded.

I

I felt more necessity of God's intimacy.

I

I felt the need for accountability relationships.

I

It was a fantastic period of learning.

I

It was an opportunity to evaluate areas of my life.

I

I became aware of the high importance of a directive study.

I

It represented spiritual, personal. and leadership growth. in this order.

I

•

•

•

I

I learned to mentor others.
•

•

All proteges affirmed they improved their ministry pert'ormance during the
•

program. They highlighted topics like personal growth and maturation that generated
better results in ministry, discipline and organization, tools for better leadership, and
quest for excellence.
The participants mentioned specific examples of how they implemented
something they learned in the program, as Table 4.15 shows.

•
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•

Table 4.15. Examples of Practical Attitudes Adopted in l\1inistry
Examples

n

Support for ministry's partners

2

The adoption of a prayer journal

2

The attitude to make difference

2

Valorization of the people under their leadership

2

Self-motivation and team motivation

I

Different attitude in ministry: energy, joy, and enthusiasm

I

Creation of a mentoring group

I

Balance between firmness and tenderness

I

Passion for ministry that has stimulated others

I

Priority ror devotional lire

I

•

All proteges

declar~d

"yes" to the question regarding having developed a deeper

spiritual life than the one they had before their participation in the program. All
participants named three areas of their spiritual walk in which they noticed God moving.
Seven of them rated the devotional time as the strongest area .
•

The participants self-reported an interesting balance in the improvement of
specific qualities within the program. One-third of the group affirmed they most
improved in spirituality, one-third affirmed they most improved in healthy relationships,
and one-third affirmed they most improved in competence in leadership effectiveness.
One participant indicated two qualities. For the organization of the data, I considered just
the first option.
This data is significant because in the pre-interview the major quality they
expected to improve was leadership (see Table 4.10). Either the program did not attend to
their expectations, or during the program they identified a different quality in which they
needed to improve the most, changing thus, their previous expectations. Also, three

Oliveira 86
.

participants affirmed that they did not grow in a specific quality for lack of opportunities
to exert it or for lack of interest in the quality. This information is very important because
I applied the study to a heterogeneous group. For instance, if all participants would be
pastors, I supposed that all would have more similar interests and opportunities to exert
leadership.

,

Four participants said that the quality they least improved on was leadership.
Three least improved in spirituality and two in relationships. I point out that all
participants demonstrated ahd related some kind of growth in all three leadership
•

qualities.
All participants but one affirmed they had new perspectives about themselves as
•

leaders. Their comments in regard to leadership included having more responsibility to be
a transformational leader; having faith that God acts when one is available to him; being
a leader who creates leaders; finding leadership is built step by step; exerting leadership
.

by example; being a servant leader, and, finding that leadership is a bigger issue after the
program:
•

Concerning the elements of the program that contributed most to its impact, some
•

participants gave more than one response (see Table 4.16) .

•
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Table 4.16. The Most Impacting Elements of the Program
•

•

Elements

n

The dynamics of the meetings with open participation

5

The mentor

3

the openness. patience. and supervision.

The ILl material

3

The fellowship and frequency of the meetings

3

The accountability relationship

I

The discipline with the schedule time

I

The launched challenges

I

One participant expressed his opinion about the elements of the program in the
following words:
The meetings were not boring. We had openness to ask, to talk, and to
laugh. The biweekly meetings also helped a lot. Another factor that had an
important impact to me was the possibility of knowing Pastor Carlos more
intimately. This allowed me to observe that [it] is possible to have a life
filled with the Holy Spirit and be healthy physically and psychologically,
while also being especially mindful for the care and love of one's family .
•

As one can see, the relational process of the mentoring is the major factor for the impact
of the program.
The overall score of the evaluation of the program by the participants was 95.55.

Summary of Significant Findings
1. Participants in the mentoring program demonstrated that they were really
impacted by the program. All collected data showed some level of impact by the
mentoring program in the proteges' life.
2. The relational aspect of the program identified the needs of the people involved
in the church's ministry. Even pustors and/or ministry leaders suffer loneliness in spite of

,
.
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working daily with many people. The study showed the need of the participants for
•

deeper relationships.
3. The study allowed me to verify the truth that people are more impacted in close
relationships. Also, I discovered the remarkable role of the mentor.
4. The negligence of the spiritual life in ministry. All instruments showed that the
•

•

participants were aware of the indispensability of devotional life. When the participants
named three areas of their spiritual walk where they noticed God moving, seven of them
rated the devotional time as the strongest area.
5. Leaders can successfully use ILl material as a basis for mentoring .

•

•
•

•

•

•
•

•

•
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CHAPTERS
DISCUSSION
I started this study with Sanders' statement: "Real leaders are in short supply"'

(17). I commented that al though he made this comment in 1967, forty years later it is still
true.
This study shows that one of the major factors for the lack of real leaders is the
lack of focus by a generation of leaders in preparing other leaders for the next generation .
•

•

I was one of them. I am now especially aware about the deficiency of this connection
between the generations; the communication of values, knowledge, abilities; and the lack
•

of opep communication between ourselves and the youngest leaders. After this formal
•

experience, mentoring seems indispensable to me.
Commenting about mentoring as the way of life between the generations in the
recent past, Gordon MacDonald said that in his opinion "the Bibles urges this kind of
intersection between the spiritual generations" (xi). Biehl agrees with Gordon. He

•

affirms, "I see mentoring as the critical link in developing, protecting, and optimizing
Christian leaders for the next century!" (xiv).

•

•

As I had the formal mentor experience, I looked in two directions. First, at the
past, when I was able to remember the leaders who exerted the major influences in my
own life and leadership, perceiving them as real mentors and recognizing my debt to
them for what I am today.
•

Second, I looked at the future. I know many reasons for being unsuccessful in
preparing new leaders: lack of priorities, overwhelming schedules, indiscipline, selfish
motives, lack of direction and knowledge of how to mentor, lack of interest, and so on. I
•

•

•
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do know, however, that if leaders invest their lives in mentoring the next generation of
leaders, they are going to become better and more efficient leaders and they will greatly
supply the need for leaders in the generation to come. I am, more than ever, committed to
this endeavor.

A Revolutionary Experience
The mentoring experience itself, as well as the collected and analyzed data and the
responsiveness of the proteges to the program, showed the revolutionary aspect of this
•

•

experIence.
The Oxford dictionary presents one of the meanings for revolutionary as
"involving a great or complete change" ("Revolutionary"). While I am not ready nor
.

comfortable in saying that the mentoring experience "completely changes" the proteges'

•

life, I can affirm that the mentoring experience involved a positive amount of change in
•

their lives.
•

All participants in the mentoring program demonstrated that they were highly
•

impacted by the program. All instruments of data collection showed some level of impact
•

by the mentoring program in the proteges' life.

•

The general growth rate in spirituality for the group was 12 percent, in leadership

•

it was 11 percent, and in relationships 6.90 percent. If I consider the time frame
•

delimiting the study

just eight months on a biweekly meeting basis, the results of the

program can be considered extremely positive.
The data presented in Chapter 4 confirmed the high value of mentoring in order to
train and multiply leaders. I highlight the importance to close the circle in the analysis of
the data. Each instrument demonstrated that the participants changed in some level in

•
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•

•

each one of the qualities of effective leadership. Even more, each instrument highlighted
the growth of the proteges in one specific quality. For example: in the questionnaire
administered to the family members, all of them (100 percent) affirmed that the proteges
changed in the healthy relationships quality. In the questionnaire administered to the
ministry leaders, all of them (100 percent) affirmed that the proteges changed and
presented more effective performance in ministry. In the exit interview, all proteges (100
percent) declared they had a deeper spiritual life than before the mentoring experience .
•

If one takes these three measuring instruments and adds the information from the
pre- and post-surveys, the data clearly show that the proteges have changed in all three
qualities of effective leadership. The project was a revolutionary experience for all
•

participants in the program, an unforgettable experience as they verbally expressed to the
mentor. This affirmation was also expressed in the overall program score of 95.55, given
by the participants.
I consider worth mentioning that immediately after the end of the program, in

•

January 2008, one of the proteges took the mentor role and initiated his own mentoring
group, reproducing the model. This action attests to the rev<?lutionary experience of this
program in his life.
This measurable impact is similar to what I found in the review of selected
literature. The mentoring experience of this study is a simple and very modest
remembrance of what happened with Moses and his revolutionary mentoring legacy with
Joshua; with Jesus and his revolutionary ministry that divided time and history (before
Christ and after Christ) and revolutionized the world; with Paul and his revolutionary
•

•
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mentoring to his companions of mission; with Wesley and his revolutionary interlocking
groups; and, with many others in Christian history to this day.
This mentoring experience supports contemporary models for mentoring. It also
further highlights both the need and the challenge from those who defend mentoring as
the way to train leadership for the next generation

Biehl, Clinton, Davis, Engstrom,

Hendricks, MacDonald, West, Wright, and others. Mentoring is revolutionary.

The Necessity for Deeper Relationships
One important aspect that arose from this study was the participants' quest for
•

deeper relationships. All of them presented in some level this need for a relationship that
goes beyond the superficial level that normally occurs in the work of the ministry, a
•

relationship exclusively related to ministr} tasks and things connected to it.
•

All participants had a considerable circle of relationships in the church, as well as
with family and friends but, it was not enough. They manifested their joy and gratitude
•

for their participation in the mentoring program because they encountered a place to have
a more profound fellowship, a place to talk openly, to share loads, to ask for prayer, to
confess faults, to laugh and cry, and to think in ministry brC?adly. Even pastors and/or
ministry leaders suffer loneliness in some level in spite of working daily with many
people.
This necessity for deeper relationships confirms the theological foundations of
this dissertation. All persons have this need because they are created in God's image and
likeness (Gen. 1:26-27). Being relational is part of their essence because God is one
entity in the communion of three. God is a God of relationship. Seamands affirmes, "To
think of the trinitarian persons, then, is to think of relations" (34). The fact that Christians

•
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are members of the body of Christ authenticates their relational nature, because
Christians are all bonded to one another. As a result, even in the church, superficial
relations do not feed their hunger for deep and significant relationships.
As I detected, some ministry leaders of the participants have indicated a lack of
closeness with them. They have related to them almost exclusively for supervision of
•

their ministry tasks and have overlooked the more personal issues of the participants.
Even in the church, leaders can ignore the intimate relation between personal and
.spiritual health and effectiveness in ministry.
The exit interview presented data about the elements of the program that
contributed most to its impact. Five participants quoted the dynamic of the meetings with
.

open participation; three participants quoted the openness, patience, and supervision of
the mentor; and three participants quoted the fellowship and frequency of the meetings
(see Table 4.16, p.SS). All these cited elements of the program had an impact the issues
of relationship building.
Also, the data highlights that the relational process of the mentoring program was
the major factor for the participants' improvement. It was the process
dynamic that takes place in mentoring

the relational

that evoked critical changes in the lives of the

participants.
The data confirmed that the value of mentoring derives from the value of
relationships (Hendricks and Hendricks 21). Mentoring is, in its essence, a relationship
between mentor and protege, and among the proteges. It plays an important role in
feeding human hunger for deeper relationships.
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The Role of Mentor
This study made it possible for me to verify the truth that people are more
•

impacted in close relationships. I have been pastoring MCMC for almost fourteen years .
•

Many of the proteges of this program have been members of the MCMC for several of
these years. I have preached and taught them several times during this period .
•

•

Nevertheless, in these eight months of the mentoring program I was able to exert more
influence upon them than ever before. Obviously, the reason for this impact in the
proteges' life was the close relationship we built between each other through mentoring.
For the purpose of this study, I defined mentoring as the intentional and
interpersonal relationship between mentor and protege in which a mentor helps a protege
.

reach his or her God-given potential. This relationship took place, and I believe I helped
the proteges grow in order to reach their potentials. Their feedback on my performance as
a mentor was high positively and was confirmed by the full amount of the results.
Also, the data presented in their Opus Gloria and Growth Plan showed that the

•

mentoring experience did not only impact their present life, but also their future. The
•

•

participants presented data to this conclusion especially through their formulation of a
•

long-range plan that attended to the following areas: vocational, personal, family, church,
and community. The participants indicated they had learned that a person who is going to
reach herlhis goal in life is a person who plans. They learned the high value of a longrange planning process for their effectiveness in ministry and had the opportunity to
establish specific and measurable goals with determined time to reach them.
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As the review of the literature presented, the mentor has an indispensable role to
perform for the success of the mentoring relationship. Krallmann points out some of the
•

distinctive roles of the mentor:
A mentor in the biblical sense establishes a close relationship with a
protege and on that basis through fellowship, modeling, advice,
encouragement, correction, practical assistance and prayer support
influences his understudy to gain a deeper comprehension of divine truth,
lead a godlier life and render more effective service to God. (122)

A mentor, in its biblical context, has an outstanding opportunity to impact the lives of the
,

,

proteges.
Here are some of the practices included in the mentor's role that I achieved during
•

this program:

•

First, I was able to create a friendly atmosphere in the group and a closer
relationship with the proteges.
Second, I modeled some skills for them such as serving, studying, pastoring,
•

counseling, and leadership.
Third, I shared my spiritual path and disciplines with the proteges in order to help
•

them build a healthy devotional life ..
Fourth, I counseled them on personal issues and important decisions of life and
ministry.
Fifth, I encouraged and motivated them to grow and to truly believe in their
potential as leaders and future leaders.
Lastly, God used me to nourish their spiritual lives.
All these practices were very pertinem to the proteges, especially to the fact that
eight of them declared that they have a clear sense of God's calling, and at least five of
•

•

·
J

•

Oliveira 96

•

·

,••

,
i

them expressed that this calling is for pastoring a church. The possibility of being close to
them as pastor/mentor during this important decision-making time in their lives was
decidedly relevant.
As presented in Chapter 2, Jesus, the greatest mentor in the world, focused on a
few selected disciples in order to obtain the maximum result. Jesus knew that people are
more impacted in close relationships and that leaders are developed in the context of
mentor and protege relationship. In this mentoring experience, I was able to learn in
practice this in-efutable leadership principle.

The Spiritual Life and the Ministry
In regards to the spiritual life of the participants, all instruments showed that they
,

were aware of the indispensability of a devotional life. When they named three areas of
their spiritual walk in which they noticed God moving, seven of them rated the
•

devotional time as the strongest area. All participants declared that they had a deeper
•

,

spiritual life than before their participation in the program .
•

This data indicates a good improvement in the proteges in this area but also
•

reveals a very intriguing issue related to people involved in ministry: many times they
. prioritize their work in the church rather than their walk with God.
All participants shared their struggles to balance spiritual life, ministry, family,
•

and personal issues. Their temptation, and many times their practice, prioritized ministr:1
above all the others and set spiritual life as the last one.
As mentioned before, some of the leaders of the proteges have failed to supenfise
their spiritual life. Also, the proteges were failing in their spiritual disciplines. As a result,

•
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•

the accountability relationship with the mentor about their spiritual life and disciplines

•
,

,
•

was decisive for their improvement in this area.

•

I confirmed my assumption about this subject. People involved in ministry, even
the trainees, have difficulty in keeping a good level of spirituality due to the high
demands of the ministry. I suppose that this difficulty is one of the reasons Jesus said to
Satan that worshiping God comes before serving him (Luke 4:8).
In considering this issue, I defined effective leadership with three qualities, one of
•

them was spirituality. I defined it thus because I do not believe that in Christian ministry
someone can be an effective leader without a high level of spirituality. First, Christian
leaders should know that God is the starting point of their leadership effectiveness .
.

Blackaby and Blackaby comment, "Spiritl1alleaders understand that if they neglect their
relationship with God, they forfeit their spiritual authority. Time spent in God's presence
is never wasted. Everything spiritual leaders do should flow out of their relationship with
.

God" (212). Second, one cannot forget that someone's level of spirituality has profound
connection with hislher character. Spirituality is the major source to change and improve
character. For this reason I centered attention in the

spiritu~lity

of the proteges. As Davis

affirms, "Christian mentoring deals primarily with issues of maturity and integrity, and
only secondarily with information and skills. It has much more to do with modeling
character than with verbal teaching" (18).
As this mentoring program had the purpose to create effective leadership in
MCMC, during the mentoring I focused on helping the proteges improve their spiritu('l
life by giving them some practical tools for their spiritual discipline, by encouraging
them, and by holding them accountable. I hope that this significant experience through
•

•

,••

•
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•

mentoring will help them give due priority to spirituality in the present and in the rest of
•

their journey as Christian leaders in this world.

The ILl Material
One of the elements that contributed most to the impact of the mentoring program
was the ILl material. I used the International Leadership Institute notebook material as
the curriculum for the program. It was an effective instrument for establishing the
groundwork of mentoring.
I chose to adapt the I'Ll notebook material for the following reasons. First, it had
•

already been successfully used with thousands of leaders in over thirty-five nations of the
world. The use of ILl material around the world proved the ease of contextualizing its
•

content to fit the needs of the proteges.
Second, the ILl core values are the essential ideals for effective Christian
leadership. Its material offered biblical principles in leadership and ministry around eight
.

core values: intimacy with God, passion for the harvest, visionary leadership,
multiplication of leaders, family priority, stewardship, and integrity. This content allows
•

the mentor to work with the proteges in a wide range of lessons and practices in Christian
leadership. The material is a very simple and effective base for reflection about ministry
and opens the door for the mentor to share his or her experience and for the proteges to
share their thoughts, questions, and needs about ministry and leadership.
Third, ILl had its material available in the Portuguese language. This fact made it
easy to use in Brazil.
Fourth. ILl had granted me freedom to adapt the content in order to tend to the
•

needs of this mentoring program. This freedom was extremely important because while

•

•

!,

,•

,
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the group had a curriculum, it was not tied by it. The mentoring group could walk step by

•

I

•

:

step to its own rhythm without any pressure to complete the curriculum.
•

I

All participants appreciated the content, depth, and simplicity of the ILl material.
The experience using it during the mentoring program proved that the ILl material can be
used successfully as base material for mentoring .
•

The Key Elements of the Mentoring Program
The program has some key elements that contributed most to the impact of the
mentoring program. They are the following:

Devotional Practice with Journaling
As one of my focuses was to help the proteges improve their spiritual life, from
.

the start of the program, I requested that

th~y

keep a journal of their biblical devotions

and prayer life. Many of them had not used journaling before as a way to improve their
devotional discipline.

•

The following are some of the benefits I noticed during the program of journaling
as a devotional practice:
First, journaling heightened understanding of the

Bi~le.

The reading of the Bible

should not be just an automatic and mechanical reading. As individuals engage in
journaling, their reflections on Bible readings and meditations, as well as their findings
and applications, their understanding is heightened.
Second, journaling became a tool for self-reflection. The inner reflection takes
place especially as participants engaged the Bible during their prayer and then reflected
on how God was speaking to them during their journal time. It worked as a feedback

•

,

•

•
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•

mechanism because the proteges could better see themselves through journaling as a
•

•

,I
•

I,

devotional practice.

••
•

•

Third, the journaling was an effective tool for improving self-discipline.
Journaling as a devotional practice demands more time, energy, and focus. It thus allows
apprentices to improve self-discipline.

•

Fourth, journaling worked as an inventory of individuals ' spiritual development.
They can return to the records any time and remember important lessons and content and
also evaluate their spiritual progress.
Although journaling may not benefit everyone, for example, a more introspective
person who already has an internal mechanism for self-reflection, all participants in the
•

mentoring program affirmed that the practice of joumaling brought them some level of
•

spiritual benefit.
•

Evangelism
I believe that if someone wants to be a Christian leader and/or a pastor, he or she
should know how to evangelize someone personally. For this reason, I gave the
•

•

participants the opportunity to practice personal evangelism. On two occasions I
•

requested them to evangelize at least three persons and to bring reports to the group.
This experience proved to be very rich for the proteges. First, because evangelism
is not a subject that one can learn inside the church or in the classroom. Evangelism is
learned through practice. The experience of going out and evangelizing helped everyone
progress as evangelists.
Second, the experience allowed the group was able to learn from each other. The
participants would see what worked and what did not work in the particular situations

,
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•
•

that were shared. Also, the participants identified with their peers concerning shared
feelings of shame, fear, impatience, intolerance, discouragement, and incredulity that
served as possible stumbling blocks to their growth in this area.
Third, these experiences stirred up a passion for personal evangelism. The
testimonies of people who surrendered their hearts to Jesus inspired the group to continue
moving forward in the practice of personal evangelism.

Relationships
•

Healthy relationships was one of the three qualities of effective leadership. In
order to develop this quality, I encouraged the participants to take practical actions for
•

health~er

relationships with their spouses and children (for married participants), with
.

their parents, followers, friends, and members of the church. I tried to check constantly
how they were growing in this quality.
This key element is highly important for a leader, even more so in a Christian

•

context. The Christian leader should be sensitive to people's needs, be able to build
significant relationships with the followers, and exert a relational leadership that inspires
confidence and trust.
The benefits for the proteges were many. They became more friendly people.
.

They were more aware of peoples' needs. They expressed more good feelings , praise and
love toward people, and they grew in intimacy in their inner circle of relationships.

Open Participation
•

One of the core values of the meeting was open participation. Everyone could
talk, give advice, contribute their thoughts, express their opinion, verbalize their feelings,
•

•

•

•
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and so on. This experience was highly welcomed for the participants because they did not
regularly have this kind of environment in their ministry.
Even if the program used a cmTiculum (ILL material; see Appendix I), it was not
used to determine the mentoring agenda. The curriculum provided a groundwork for the
mentoring relationship to take place. As can be seen through the overview of the
mentoring program in Appendix H. Thus, many times the group experienced the natural
flow of conversation and reflection concerning specific feelings, needs, and questions .
. Group mentoring cannot be a highly formatted meeting, over structured, and
without sensitivity to the dynamics of the process. Mentoring takes account of the
protege's questions and needs, not the mentor's schedule. While mentoring follows a
.

particular program, it also has to be open and sensitive to the particular needs of the
,

,

protege.
•

Opus Gloria and Growth Plan
•

For the purpose of helping the participants make a difference in this world, I gave

•

•

them an assignment to create their own Opus Gloria and Growth Plan. They related that it
•

was a great opportunity for them to define their goals for

li~e

and to make long range

.plans.
The principle of planning and setting goals is nonnegotiable in leadership. As
•

Galloway affirms, "No pastor can effectively lead others until he or she knows where to
go .... A nowhere destination always results from a nowhere plan" (Leading with Vision
59). In the ILL material (see Appendix I), one can see some of the benefits of planning
and setting goals:
•

•

Goals give purpose and direction to life;

•
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Goals simplify the decision-making process;

•

Goals keep people motivated;

•

Goals exercise faith;

•

•

•

Goals give a sense of achievement and satisfaction, and;

•

Goals generate respect.

The participants appreciated the exercise of creating their own Opus Gloria and
Gro\yth Plan. They testified to some of these benefits; however, only the future will show
how this experience of setting goals will make a difference in their leadership
•

effectiveness.

The Study Material on Leadership
One of the findings of this work was that ILl material can be successfully used as
a basis for mentoring. It was one of the key elements of this program because it allowed a
contextualized learning and reflexion upon the core values of Christian leadership.
•

Accountability
One of the components of the mentoring relationship was accountability. This key
element was greatly significant because many participants expressed the extreme value of
holding them accountable for their learning and development as leaders or future leaders.
I raised questions, asked for verbal and written reports, and requested that they share their
homework activities.
In the group meetings or personal meetings I tried to be faithful to this element,
knowing its relevance to the program. Also, I encouraged the participants to keep
accountable relationships after the program .

•

•
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I can list some of the benefits of the accountability practice. First, it is an
opportunity for self-reflection in areas of life and ministry that have not been explored
with some depth. Second, it helps people to discover and/or face some blind spots in their
lives

including those areas that the person may not want to explore. Third, it is an
.

opportunity to confess weakness and sins (Jas. 5: 16). Fourth, it helps the person to walk
in the light (1 John 1:7) with God and with others. Fifth, it promotes emotional and
spiritual growth.
•

Practical Implications
•

The mentoring experience confirmed my assumption that a disciple-mentor
relationship could meet the relational need of the MCMC's ministerial structure. The
•

church had a gap in the training and development of leadership for people who wish to
•

have deeper ministry involvement. MCMC is very strong in ministry work and in
education, but faces some difficulties in building significant relationships. It has been a
struggling point in many other large churches. The church needed a relational program to
support the ministerial and pedagogical structure. Here are some conclusions of this study
•

related to this need.

•

First, mentoring created the kind of relational support that impacted the
development of those leaders and/or potential leaders who wanted greater ministerial
depth and responsibility at MCMC.
Second, the mentoring offered supervision, coaching, modeling, encouragement,
and evaluation for leaders and/or potential leaders. These actions are indispensable for
the kind of effective leaders the pastors want in the church .

•
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Third, mentoring allowed the pastors to build a closer relationship between the
pastoral staff and the leaders and/or potential leaders. This kind of relationship allows
everyone to be more effective.
Of course, this study is just a small sample of the kind of impact that the MCMC
will experience in continuing this kind of mentoring relationship for effective leadership .
•

Nonetheless, I am sure that church has nothing to lose, only to gain. Everyone can
benefit. Engstrom and Rohrer affirm, "Generally the object of mentoring is improvement,
not perfection. Perhaps only a few can be truly excellent

but all can be better" (25).

Limitations of the Study
One of the limitations of the study was the limited amount of time to apply to the
.

model. My opinion is the same of the proteges. Most of them suggested a twelve-month
period for the program in order for it to be more effective .
.

Mentoring does not have a specific length of time for completion. As Biehl
affirms, "Every mentoring relationship takes a different amount of time" (45).
Nevertheless, the time issue is highly important in relation to the expected benefits. The
participants suggested a period of twelve months for the prc:>gram, considering that as the
time would be extended, so too would the benefits. The expanded length of time would
provide the group with a higher level of communion and intimacy, an opportunity for
deeper reflection on the core values of leadership, and the ministry support given by the
mentor to the participants would be increased. As West says, mentoring is a concept of
nurturing relationships (lntro-l). Thus, to achieve this purpose, mentoring requires a g.00d
deal of time.

•
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Second, the study was also limited by the lack of Brazilian mentoring models. No
. solid mentoring models were available for study or·comparison with the present model,
so reaching more contextualized results was difficult.
Third, the instruments can be improved in relation to their validity in measuring
change in the participants and to ensure a higher level of reliability .
•

•

Fourth, leadership training is developed over time. Measuring the impact in a
short amount of time is difficult. For this reason, the present work was not able to
measure competence of leadership effectiveness, although, the participants' perceptions
about the competence issue did improve.

Further Studies
•

This study could be done with homogeneous groups, with a specific area, or more
specific proposals depending on the age groups and ministerial position of the.
participants.
A follow-up study could have a process of feedback where the proteges would
receive the results of the study and would give their opinion of those results. I have
•

•

various reasons why this follow-up study would help the program. First, their opinions
•

would help to improve the study, by informing the mentor of the strengths and
weaknesses of the. program, allowing the mentor to modify it if necessary. Second, the
proteges would be more involved and interested, knowing that their responses would be
vital to the program and for their improvement. Third, naturally the proteges' lives would
be impacted at a higher level because they are extending their involvement in the
program.
,

•
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Also, a follow-up study could be applied to the ministry leaders of the participants
in order to confirm the participants' changes over a longer period of time.
The study would include a personality test that would help them to understand
•

themselves better and to help the mentor understand each individual with the idea to
adapt the program to the individual's needs, thereby, making the program fit more
realistic needs.
Finally, the study could be applied to men and women together as participants. It
•

•

would allow one to measure how men and women can grow together in a mentoring
relationship and how they can learn with and from each other and to affirm their
•

ministries
.
•
•

•

•

•

..

•

•
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APPENDIX A
DEFINITIONS OF TERMS

The questionnaires and semi-structured interviews covered themes connected to
spirituality, healthy relationships, and competence in leadership effectiveness of the
participants.
•

Spirituality is the way in which a person senses and seeks God's purpose in order to
give glory to God. The spirituality includes immersion in the Word, prayer, devotion,
adoration, and consecration.

Healthy relationships
Healthy relationships deal primarily with interpersonal connections. These
connections can be between family members, friends, and brothers and sisters in
faith. The theme of healthy relationshiiJs relates to how the protege grows into a more
Godly person through his interaction with others, and how, in turn, the protege
influences the same kind of growth in others .
•

•

Competence in leadership effectiveness
•

Competence in leadership effectiveness deals with the effectiveness of the protege in
his or her ministry. This effectiveness can be measured through the establishment and
attainment of goals and through evaluating the outcomes of the protege's ministry.
•

•

•

•

•

"
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APPENDIXB
PRE-INTERVIEW

Name:

--------------------------------------------~-----------------

Gender: ____________

Age: ______ Marital Status: __________________

Member of the MCMC since _ _ _ _ _ _ _ _ _ _ _ .

Consider and respond to the following:
1. In which ministry(ies) are you involved?

2. What are your primary ministry gifts and abilities?

•

3. Do you have a clear sense from God of what specific need you are called to fulfill? If
so, write it in one short paragraph .
•

•

4. Of the three qualities measuring your leadership effectiveness in this program
(spirituality, healthy relationships, and competence in leadership effectiveness), in
which one are you strongest? In which one are you weakest?

•

•
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5. Can you identify a circle of people you have influenced positively for Christ?

6. What areas of your life reflect positive qualities that others can imitate?

7. What areas of your life reflect negative qualities that others should not imitate?
•

•

8. Name three areas in which you want God to move in your spiritual walk. Rate them
.

on a scale of 1 to 10 (1 weakest, 10 strongest) .
•

9. List the areas and specific needs you have that could benefit from a mentoring
•
•

relationship this year.

•

•

•

,
•
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APPENDIX C
l\1ENTORING PROGRAM EXIT INTERVIEW

1. What was your overall impression of your mentoring experience?

•

2. Has your understanding of ministry changed this year? Explain.

3. Have you improved your ministry performance during this year? Explain.

•

4. Write out a specific example of how you have implemented something you have
learned this year.

,

•

5. Do you have a deeper spiritual life than before your participation in this program?
Name three areas of your spiritual walk in which you noticed God moving. Rate them
on a scale of 1 to 10 (1 weakest, 10 strongest).

"
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6. Of the three qualities measuring your leadership effectiveness in this program
•

(spirituality, healthy relationships, and competencejn leadership effectiveness), in
•

which quality have you most improved? How? Explain .

•

•

7. In which area have you least improved? Why? Explain.

8. What have you learned about yourself as a leader? Is this perspective the same or
different from your perception before the mentoring experience? Explain .

•

9. What elements of the program contributed most to its impact?
•

•

•

10. What would you change or add to this mentoring progrC;lm? Make suggestions for
•

how the program could be more effective.

•

--------------------------------------------------------------------11. On a scale from 1 to 10, with 1 being the worst and 10 being the best, how would you
evaluate the program?

Source: Sheets 177-79 .

•

,

•
l
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APPENDIXD

,•

PRE-QUESTIONNAIRE
Here are some statements. Please read each statement carefully and mark the
response that best corresponds to your agreement or disagreement. There are no right or
wrong answers. Describe yourself honestly by stating your opinions as accurately as
possible. In your answer, mark the appropriate response for each statement under the
relevant number.

•

You will mark number. 1 if the statement is definitely false or if you strongly disagree.
You will mark number 2 if the statement is mostly false or if you disagree.
You will mark number 3 if the statement is about equally true or false, if you cannot
decide, or if you are neutral on the statement.
.
You will mark number 4 if the statement is mostly true or if you agree.
You \yill mark number 5 if the statement is definitely true or if you strongly agree .
•

Statements:

•

•

I.
2.
3.
4.
5.
6.
7.
8.
9.
10.
I I.
12.
13.
14.
15.
16.
17.
18.
19.
20.
21.
22.
23.
24.
25.
26.

1

I spend at least thirty minutes a day in devotional time.
I have led someone to a saving knowledge of Jesus Christ.
I understand my giftedness.
I have regular periods of personal retreat.
I read the Scriptures daily.
I have set slJecilic goals for my ministry.
I fast once a month.
I am a leader of people.
I have regular and predictable study habits.
I am reaching the goals of my ministry.
People can see the outcomes of my.2errormance in ministry. ·
I am totally consecrated to God.
I have a prayer journal.
I have intimacy with God.
The values which lead my life are expressions of values found
in Scri 'lture.
.
People see me as a person of character.
I am able to intluence people to reach established goals.
I am known by my attitude of faith.
I always look at every circumstance through God's perspective.
I am friendly with everyone.
I love every person in my relational circle.
I am free from bad feelings such as bitterness, :;orrow, envy,
covetousness.
I am growing as a godly per!>vn in my relationships.
I contribute to people's growth as a result of my relationships
with them.
I am an affirmative Jerson.
I know God's purpose for my lire.

2

3

4

5

•

•

•

•

,I

•

Oliveira 114

•
•
••

,

•
•
•

,
j

27.
28.
29.
30.

I have a clear sense of the primary need that I am called to meet.
I am passionate for God's vision and ministry in this world.
I overcome obstacles in order to accomplish God's will.
I am willing to multiply my leadership in the future through
training others.
I am a person willing to be held accountable.
I have a servant attitude toward people around me.
I have a good testimony from the others about my character.
I am confident in God's promises.
I am a person "who fears God and shuns evil."
~

31.
32.
33.
34.
35.

.

•

•

•

•
•

•

•

•
•

•

•

•

•

•

•

•
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APPENDIXE

,

POST -QUESTIONNAIRE
Here are some statements. Please read each statement carefully and mark the
response that best corresponds to your agreement or disagreement. There are no right or
wrong answers. Describe yourself honestly by stating your opinions as accurately as
possible. In your answer, mark the appropriate response for each statement under the
relevant number.

You 'will mark number 1 if the statement is definitely false or if you strongly disagree.
You will mark number 2 if the statement is mostly false or if you disagree.
You will mark number 3 if the statement is about equally true or false, if you cannot
decide, or if you are neutral on the statement.
You will mark number 4 if the statement is mostly true or if you agree.
You will mark number 5 if the statement is definitely true or if you strongly agree .
•

Statements:
I.
2.

3.
4.
5.

6.
7.

8.
9.
10.
II.
12.

1.3.
14.
15.
16.
17.
18.
19.
20.
21.
22.

23.
24.

25.
26.

I spend at least thirty minutes a day in devotional time.
I have led someone to a saving knowledge of Jesus Chrisl.
I understand mygifledness.
I have regular Jeriods of personal retreal.
I read the Scriptures daily.
I have set specific goals for my ministry.
I fast once a month.
I am a leader of people.
I have regular and predictable study habits.
I am reaching the goals of my ministry.
People can see the outcomes of my performance in ministry . .
I am totally consecrated to God.
I have a prayer journal.
I have intimacy with God.
The values which lead my life are expressions of values found
in Scri pture.
PeopIe see me as a person of character.
I am able to influence people to reach established goals.
I am known by my atlitude of faith.
I always look at every circumstance through God's perspective.
I am fricndly with everyone.
I love every person in my relational circle.
I am free from bad feelings such as bitlerness"orrow, l.nvy.
covetousness.
I am growing as a godly person in my relationships.
I contribute to people's growth as a resull of my relationships
with them.
I am an aflirmati vc Jerson.
I know God's purpose for my life.
•

1

2

3

4

5

,,

•

Oliveira 116
.

27.
28.
29.
30.
•

31.
32.
33.
34.
35.

I have a clear sense of the xi mary need that I am called to meet.
I am passionate for God's vision and ministry in this world.
I overcome obstacles in order to accomplish God's will.
I am willing to multiply my leadership in the future through
training others.
I am a person willing to be held accountable.
1 have a servant attitude toward peoDIe around me.
I have a good testimony from the others about my character.
I am confident in God's promises.
I am a person "who fears God and shuns evil,"

-

.
•

•

•

•

•

•

•

•

•

•
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APPENDIXF
QUESTIONNAIRE FOR PEOPLE CONNECTED WITH THE PARTICIPANTS
•

OF THE MENTORING PROGRAM

Here are some questions. Please read each statement carefully and answer the
questions accmding to your perception and evaluation. There are no right or wrong
answers. The goal of this activity is to measure changes in the spiritual life and ministry
peITormanceof __________________~----------------------------------,
as a result of the eight months in which he or she was part of the mentoring program in
the MCMC in 2007.
Your name and this information will not be shared with anyone else.
Thank you for your participation in this activity .
•

1. What is your overall impression of the participant's mentoring experience?

•

2. Do you think the participant has a deeper spiritual life than before his or her
participation in this program? Please explain.
•

3. Do you think the participant has a more effective performance in ministry than before
his or her participation in this program? Please explain .

•
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4. Write out a specific example of how the participant has implemented something
positive in his or her spiritual life related with what he or she has learned this year.
•

•

5. Write out a specific example of how the participant has implemented something
•

•

positive in his or her performance in ministry related with what he or she has learned
this year.

6. Rate the spiritual life of the participant on a scale of 1 to 10 (1 weakest, 10 strongest).

7. Rate the ministry performance of the participant on a scale of 1 to 10 (1 weakest, 10
strongest) .
•

8. Do you think the participant became a more friendly and relational person? Why?
•

•

•

•

9. Additional comments:

•
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APPENDIXG

RELEASE FORM FOR RESEARCH PARTICIPATION
I grant permission for Carlos Alexandre de Oliveira to use the results of my work in the
2007 mentoring program for research purposes. I agree to participate in the mentoring
program for eight months, from May 2007 to December 2007.
I hereby release all materials necessary for research including but not limited to:
evaluations, tests, and assignments that might measure my growth in ministry
performance and spiritual life over the course of the program.

•

I understand that I will be one of the subjects of the research but understand that my
name will not be used in the study .

•

•

Name of the Pmticipant

•

•

Signature

Date
•

•

•

•

•

•
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APPENDIXH

OVERVIEW OF THE MENTORING PROGRAM
•

FIRST MEETING
,

•

Devotional time (15 to 20 minutes)

Theme: "Nehemiah's leadership traits"
,

(Nehemiah 1 and 2).
•

Presentation of the Mentoring Program Project.

•

Signature of the Release Form for Research Participation.
,

,

•

Application of the pre-questionnaire and the pre-semi-structured interview.

SECOND MEETING
•

Practical activity

Two hour meeting at the Municipal Cemetery for dynamic

,
•

reflection about of the purpose of life.
•

Each participant should walk among the graves trying to get anything that
would take their attention about the purpose of life. It can be a picture,
•

,

sentence,
personal
data
of
the
dead
registered
on
the
tomb,
etc.
•
•

After one hour the group meets again in a determined place to share the
experience of each other and to reflect on the activity.

•

•

THIRD MEETING
.•

Devotional time (15 to 20 minutes)

Theme: "The Lord wants intimacy"

(Psalm 25:1-14).
•

Studying an'd refler.tion on ILl material "Intimacy with God" (7-10).

FOURTH MEETING
•

Practical activity

Two hour meeting at an open and green area.

,
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•

•

Individual time

"Seeking to hear God." Each participant has one hour to be

in silence. It should be an absolutely quiet time, trying to hear what God wants
•

to talk with them.
•

After the individual time, the group is gathered for 30 minutes to share their
experience. Each one is motivated to share what God has told to him. The
group is invited to reflect on the experience and in the importance to seek
regular quiet times with God .

•

•

Following the activity, the group is divided in pairs for 30 minutes to share
their devotional experience in the recent past days, and to pray for each other.

FIFTH MEETING
•

•

Open the meeting with a prayer time (10 minutes).

•

Studying and reflection on ILl material "Passion for the Harvest" (11-16).

•

Homework. The participants should evangelize three non-Christian persons.
They will share the experience in the next meeting.

SIXTH MEETING
•

Open the meeting with a prayer time (10 minutes).

•

Sharing experience. The participants have the opportunity to share their
experience in the evangelization homework. The mentor should highlight
positive and negative points of the activity.

•

Studying and

refle~tion

on ILl material "Biblical Leadership" (17-19) .

•
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SEVENTH MEETING
•

Devotional time (15 to 20 minutes)

Theme: "The importance of knowing

who we are." The value of balance self-image for a leadership that resists
power temptations and accomplish God's will (Mark 1:9-11).
•

Studying and reflection on ILl material "Biblical Leadership" (19),
comparative table between natural and spiritual leaders.

EIGHTH MEETING
•

Practical activity

Two and half hour meeting at an open and green area .
•

•

Praise and devotional time for thirty minutes. Theme: "Paul's purpose of life"
(Phil. 3:7-11).

•

Individual time

"Seeking to hear God." Each participant has one and half
•

hour to be in silence. It should be an absolutely quiet time, trying to hear what
God wants to talk with them.

•

After the individual time, the group is gathered for 30 minutes to share their
•

•

experience. Each one is motivated to share what God has told to him. The
group is invited to reflect on the experience and in the importance to seek
regular quiet times with God.

NINTH MEETING
•

Devotional time (15 to 20 minutes)

Theme: "The different attitudes of

Abraham and Lot" (Gen. 13).
•

Studying and reflection on ILl material "Servant Leadership" (20-23),
comparative table between natural and spiritual leaders .

•

•
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•

Homework. The participants should evangelize three non-Christian persons
through the four spiritual laws.

TENTH MEETING
•

00 minutes).

•

Open the meeting with a prayer time

•

St,udying and reflection on ILl material "The Birth of Vision" (24-29).

•

Reflexive question: "What are the differences between God's vision and
personal dream?"

•

ELEVENTH MEETING
Devotional time 05 to 20 minutes)

•

Theme: "How to glorify God on earth"

(John l7:1-19).
•

•

Studying and reflection on ILl material "Goal Setting for Effective
Leadership" (30-34).

•
•

•

Homework. The participants should get one specific goal they have and
complete all sessions of the "Goal Setting Worksheet" on ILl material (34) .

TWELFTH MEETING
Devotional time (15 to 20 minutes)

•

days"
•

0

Theme: "A Living Hope for turbulent

Pet. 1:1-9).

Time for feedback of the homework. The mentor hears the established goals
~

of each one and offers suggestions to improve them.
•

Informal time

free conversation about how to keep the priorities in a very

pressure days we live. The group shflres their experiences and talks about time
with their families. For the marrierl proteges, special time is dedicated to
evaluate their time with spouses and children .

•
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THIRTEENTH MEETING
•

•

Devotional time (15 to 20 minutes)

Theme: "Do we want be holy?" (1
•

•

Thess. 4: 1-3)

•

•

Studying and reflection on ILl material "Mobilization" (35-38).

•

Reflexive question: "How is it PQssible to create an organized institution
whose does not lose its strength and its vibrant growth?"

FOURTEENTH MEETING
•

Devotional time (15 to 20 minutes)

Theme: "Daniel's decision to be holy"

(Dan. 1:8-20).
•

Studying and reflection on ILl material "Overcoming Obstacles" (40-46).

FIFTEENTH MEETING
•

•

Devotional time (15 to 20 minutes)

Theme: "The security of Paul's

Ministry" (2 Tim. 1:6-14).
•

Studying and reflection on ILl material "Multiplication of Leaders by
Mentoring" (51-56) .

•

•

PRA YER AND FASTING RETREAT MEETING

•
•

•

•

•

Time: 8:00 a.m. to 5:00 p.m.

•

Individual time for prayer and Biblical reflection, praise and worship together,
prayer in group (see program in Appendix I).

•

Studying and reflection on ILl material "Family Priority" (57-60) and
"Stewardship of Time" (65-68) .

..
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SIXTEENTH MEETING
•

Devotional time (15 to 20 minutes). Everyone shares his own biblical
devotional text during the week.

•

Studying and reflection on ILl material "Integrity

A Life That Is Whole"

and "Finishing Well" (69-78).
•

Application of the post-questionnaire and the post-semi-structured interview.

GET TOGHETER CONCLUDING MEETING
•

•

•

Special fellowship dinner with the proteges and their families.

•

•

•

•

•

•

•
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Intimacy With God
Core Value
God looks for consecrated men and women who lead out of an intimate relationship
with G.od.

•

•

Teaching Objectives
To understand the importance of having an intimate relationship with
God as the beginning point of our ministry and to decide to take
practical steps to deepen that relationship
•

Introduction
Deep within every soul stands a meeting place, a castle, where the
believer and God can commune. For some believers, the castle is filled
with warmth, joy and laughter. For others, it is empty, lonely and
virtually non-existent. The choice is yours: Cultivate a rich, fruitful
inner life with the Lord or let it remain stagnant and barren.
Sherwood Eliot: The Inner Life of the Believer

•

•

Biblical Foundation
As Moses went into the tent, the pillar of cloud would come
down and stay at the entrance, while the Lord spoke with
Moses ... The Lord would speak to Moses face to face, as a man
speaks with a friend. (Exodus 33:7-11)
•

•

•
•

Intimacy is the result mutual desire: Moses came to meet God and God
came to meet Moses
Intimacy includes the spirit of friendship and not fear

Father, just as you ar~ in me and I am in You. May they also be
in us. (John 17:21-22)
•
,

The relationship between the Fathar and Son is both the model of divine
and human intimacy and a prayer that we would have the same
•
expenence.

•
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•

Barriers to Intimacy
1. Superficiality
"Superficiality is the curse of our age. The doctrine of instant satisfaction is a
primary spiritual problem. The desperate need today is not for a great number
of intelligent people, or gifted people, but for deep people." Richard Foster

Why do you call me" Lord, Lord': and do not do what I tell you to do? (Luke 6:46)
God's Answer: GO DEEP
Invest time to deepen your relationship with Him Some of
God's best truths, like priceless treasures, are hidden in depths
most people never take the time to search out!

Oh, the depth of the riches of the wisdom and know/edge of God!
How unsearchable his judgments, and his paths beyond tracing out!
(Romans 11:33)

Do You

,

Know God superficially or deeply?

,.
,

..

,i
,

2. Failure to Prioritize
As leaders, we find that the "tyranny of the urgent". It leaves us feeling strung out,
impatient, occasionally resentful, and even worse, empty.

Why do you call me" Lord, Lord': and do not do what I tell you to
do? (Luke 6:46)
•

•

God's Answer: THIRST FOR GOD
Intimacy with God must be as necessary for us as the air we breath of the
water we drink. If we follow the example of David, ...

As the deer pants for streams of water, so my soul pants for you, 0 God. My
soul thirsts for God, for the living God. When can I go and meet with God?
Psalm 42: 1-2
Do You
,

.-------------------------------------~,

Hunger and thirst for time alone with God?
,,
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3. Focus on Information instead of Intimacy
One can know a great deal about God and godliness without really
KNOWING Him! On can know a great deal about godliness without
much KNOWLEDGE of God.
Always learning but.never able to acknowledge the truth
(2 Timothy 3:7)

•

God's Answer: PRACTICE SPIRITUAL DISCIPLINES
The practice of Spiritual disciplines will bring us closer to God because it
focuses on God instead of just knowledge .
•

No, I beat my body and make it my slave so that after I have preached to
others, I myself will not be disqualified for the prize. (1 Corinthians 9:27)
Do You

!

Practice Spiritu~1 Disciplines daily?

I
!

,I,

___=
__=_=__=_~_._=~._._=.__.=_=
__._._=. ._=_=_=_=...==_=. =__=
_ =_=
___=
__ =_=_==..=_~._=_=. .==._.~=_=_.. =_=.__~
__~.J

~
_==

•

Positive Effects our Intimacy with God
1. Those who know God have great energy for God.
.
• D?niel 11 :32 - "The people who know their God shall be strong and do
exploits."

2. Those who know God have great thoughts of God.
• Daniel 9:4
• Daniel 2:20-23

•

3. Those who know God show great boldness for God.
• Acts 5:29, 20:24
4. Those who know God have great contentment in God.
• Philippians 4: 11-13
• Romans 8

•

•
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Discussion Workshop
Within a small group, discuss the following questions and make a list of
answers to share with the larger III group of participants. Cho'ose one
person to be the spokesperson to read/share your list with the rest of us.
•
•

In what ways is intimacy with the Lord more difficult for you because of your
leadership role?
How do you personally get to know God more intimately?

Conclusion
Intimacy is a choice and a commitment. The choice is yours: Cultivate a
rich, fruitful inner life with the Lord or let it remain stagnant and barren.

My heart says of you, "Seek his face!" Your face, Lord, I will seek
(Psalm 27:8)
•

To develop this deE?P, abiding fellowship with Christ, you need not be a
spiritual superstar or scriptural scholar; you need only have the heart and the
desire to share your whole self with your Savior.

My soul longs, yes, even faints for the courts of the Lord. My heart and my
flesh cry out for the living God. Psalm 84:2
•

•

As you commit yourself daily to come closer to God then God will closer to
your intimacy will deepen.

Some Personal Time (only you and the Lord will see this)
• . Make a list of things that would have to happen in order for you to know God
in a more intimate way?
• Write down specific actions you will take (set goals) to seek the intimacy with
the Lord.
• Spend time in prayer to "purpose in your heart" or to "make up your mind" that
you won't allow anything to stop you from seeking the Lord in order to see
Him "face to face".
,

Our goal during these days is to fellowship with each other, to learn
much, and most of all to know God at the deepest level of intimacy!
•

•

•
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•

Passion for the Harvest
•

Core Value
God looks for men and women who share a passion for those without
Christ. Jesus came to "seek and to save that which was lost." God
desires that everyone be reached yvith the life transforming power of
the Gospel.
Teaching Objective
To challenge the people of God to fully experience God's passion for
the billions of lives who are waiting to hear they are loved by God.
Introduction
Intimacy with God leads to God's heart and passion for the lost. God's
passion becomes our passion. Just as our intimacy must be continually
rekindled, so must our passion. Vision is directly related to passion. When passion
lessens, vision also becomes more distant and dim .
•

"The great of the Kingdom are those who loved God more than the others. All
other passions build upon or flow from our passionate love for Jesus. Our
passion for souls, missions, the needy, the disenfranchised all start there."
A.W. Tozer, Ablaze for God
•
•

Passion Defined
.
Passion is a force burning in you, which seizes you, a power that
moves you beyond ordinary human activity. It won't let you go until
God's goals are reached. Passion is the fire and urgency that vision
needs to keep alive and active .
•

Biblical Introduction to Passion
1. For Jeremiah: Passion is a fire that comes from God and cannot be extinguished.
But if I say, "I will not mention him or speak any more in his name, " his word is
in my heart like a FIRE, a fire shut up in my bones. I am weary of holding it in;
indeed, I cannot. (Jeremiah 20:9)
2. For Peter: Passion is a conviction that has to be obeyed.
Then they commanded them not to speak or teach at all in the name of
Jesus. But Peter and John replied, "Judge for yourselves whether it is right in
God's sight to obey you rather than God. For we cannot help speaking about
what we have seen and heard. (Acts 4:18-20)
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3. For Paul: Passion is a crucified life lived by faith in Christ.
I have been crucified with Christ and I no longer live, but Christ lives in me.
The life I live in the body, I live by faith in the Son of God, who loved me and
gave himself for me. (Galatians 2:20)
Workshop
• Can you identify with Jeremiah, Peter, or Paul? Share a time when you knew
your soul was on fire with passion and the fruit that came from it.
Historical Examples of Passion
1. John Wesley (Leader of the 16th century revival in England)
"Let us a" be of one business. We live only for this, to save our own
souls and the souls of those who hear us." God used John Wesley to
bring revival and transform England: Sixty million people a" over the
world today owe their spiritual heritage to this movement.

•

•

•

2. John Knox (Leader of the Scottish Revival)
When his wife pleaded with him to get some sleep, he answered,
"How can I sleep when my land is not saved?" He would often
pray a" night in agonizing tones. "Lord, give me Scotland or I
die!" God shook Scotland. God gave him Scotland .
•

•

3. George Whitefield (17th century British evangelist)
Whitfield prayed, "0 Lord, give me souls or take my soul." It is said
that his face shone like the face of Moses when he sobbed that prayer.

•

4. William Booth (founder of the Salvation Army)
The King of England asked him what the ruling force of his life
was. Booth's reply was: "Sir, some men's passion is for gold, other
men's passion is for fame, but my passion is for souls."

[Examples taken from Ablaze for God, Duewel].
Passion and the Harvest
Jesus came to "seek and to save that which was lost." God desires that
everyone be reached with the life transforming power of the Gospel. The
words of Jesus are as relevant today as when they were first spoken:
•

The Fields Are Ripe for Harvest
00 you not say, "Four months and then the harvest?" I tell you, open your eyes and
look at the fields! They are ripe for harvest. Even now the reaper draws his wages;
. even now he harvests the crop for eternal ;'ife. (John 4:35)

•

•

•
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. The Harvest Is Plentiful but the Workers are Few.
When He [Jesus] saw the crowds, he had compassion on them
because they were harassed and helpless like sheep without a
shepherd. Then he said to his disciples, " the harvest is plentiful
but the workers are few. Ask the Lord of the harvest, therefore,
to send out workers into his harvest field~ (Matthew 9:36-38)
The Harvest Field
More than six billion people now inhabit planet Earth. This poses a is a
great challenge before the Church, as two thirds of the global
population has yet to make a decision about the claims of the Gospel.
•

Currently, the global harvest looks like this:
• Two Billion are Christians
• Two Billion non Christians with access to the Gospel
• Two Billion remain unreached

The Great Harvest
We live in one of the most exciting periods in God's salvation history.
Patrick Johnstone, author of Operation World, states, "We are living in
the time of the largest ingathering of people into the Kingdom of God
that the world has ever seen."
•

During the twentieth century, world population has multiplied 3.7
times. The percentage of Christians in North America has remained
about the same. In Europe, Christians have not kept pace with the
population, growing only 1.5 times. However in Asia, there are 15
times, and in Africa there are 38 times more Christians than 100 years
ago.
.
'New believers are being added to the Church at the rate of:
• 20,000 per day in Africa
• . 15,000 per day in India
• 10,000 per day in Latin America
• 500,000 to 100+ million in China since 1950
•

Christianity is growing by 115,000 per day worldwide. It has been
estimated that each week, 5,600 new churches are being planted
around the world. This gives us great reason to praise God. The Holy
Spirit is working mightily!

•

•
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The Great Challenges
At the same time, 2,000 years and 59 generations after the Great
Commission, these are the great challenges we face.

Challenge Number 1: The Gospel For Every Person
• Bible translation: "About 96% of the world's population has adequate
Scriptures in their language. However, to complete the remaining 4% will
require possibly as many as 3,000 new translation efforts."
•. Christian radio broadcasting: Studies indicate Christian radio broadcasts are
in the languages of about 81 % of the world's population.
• Jesus film: There have been approximately 6.11 billion viewings of the Jesus
film and it is available in languages spoken by over 90% of the world's
population.
• Status of the gospel for every person: Approximately 70% (4.3 billion) of the
world's population have heard the gospel in some form. 30% (2 billion) have
had virtually no exposure to the gospel message.

Challenge Number 2: A Church for Every People
• 6,600 Unreached / Least-Reached ethnic people groups out of 16,000 total
groups in the world. ("Unreached - Least-Reached" is defined as less than
2% evangelical individuals and less than 5% Christian adherents in the
people group.)
• 3,700 of these Unreached / Least-Reached groups are small, under 10,000 in
population, so the task isn't as large as it first appears.

-Least Reached Nations
This is a list of the nations with the largest numbers of "Ieastreached
people groups."

Country

Total Ethnic
Groups

Least Reached
Groups

2,333

2,084

China

499

413

Pakistan

401

386

Bangladesh

371

336

Nepal ·

315

293

India

•

•

•
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Challenge Number 3 - Our World
th
• Spiritual challenge: More Christians were martyred in the 20 century than in
the previous 19 centuries combined.
• People challenge: The remaining people groups and individuals tend to be in
remote locations, have great language and cultural barriers, practice religious
fundamentalism, and are the most resistant to the gospel.
• Political/national challenge: The countries with the most Least-Reached tend
to be closed to Christianity.
How to Fully Experience God's Passion for the Harvest
•

Passion is the direct result of our love for Christ and our commitment
For Christ's love compels us, because we are convinced that one
died for a/l, and therefore a/l died. And he died for a/l, that those
who live should no longer live for themselves, but for him who died
for them and was raised again. 2 Corinthians 5: 14-15
•

"The passion of Christianity comes from deliberately signing
away our rights and becoming a bondservant of Jesus Christ."
Oswald Chambers, My Utmost for His Highest
•

.

Passion Comes From God
Wesley Duewel writes in Ablaze for God, 'We cannot light this fire. In
ourselves we cannot produce it. No man can kindle in himself that
. celestial fire; it must come from the coal from the altar above."

How do you fully experience God's passion for the harvest? You ask.
You seek. You knock because "Every good and perfect gift comes
from God (James 1: 17).
Ask, and it will be given to you; seek and you will find; knock and
the door will be open to you. For everyone who asks receives; he
who seeks finds; and to him who knocks, the door will be opened.
[Mt.7:7-8]

•

Nurture i~
Since passion comes from God, it is maintained through our
intimacy with Him. As God feeds and nurtures our soul through
spiritual disciplines and His presence, one of the spiritual results is
that our passion increases and continues to sustain our vision.
Passion must be nurtured and maintained like a fire .

•

•

Oliveira 135
[~L~[

Regional Conference - Page 16

Conclusion
.

Since God's passion is for the Lost, He is ready to give you His heart
of passion. You cannot light the fire. The fire of passion is from God.
The steps are clear:
• Commit to becoming a bondservant of Jesus Christ.
• Ask ... Seek ... Knock.
• Pray.

Your Passion Prayer

God, I want the passion you have for the Lost to become my
passion. I ask that from on high you send FIRE into my bones just as
you did to Jeremiah. Let this FIRE burn away anything that is keeping
me from experiencing your divine passion. I too want to "seek the
Lost" following the example of your passionate Son.
•

In His' Name I pray,
•

Amen

•

Your signature

Today's Date

Mayall of our hearts burn with a passionate flame that never
goes out until the harvest is complete or until Christ takes us
home. Let us be about our calling, "To Save Souls."

•
•

•
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•

Biblical Leadership
Core Value
God looks for men and women who are biblically committed to cast
vision, set goals, mobilize the Body of Christ, and overcome obstacles
in order to reach the nations for Christ.
.
•
Teaching Objectives
• To teach the critical importance of leadership for advancing the Kingdom of
God.
• To understand and apply the "Biblical Leadership Triangle" so that each
leader can reach their full potential.
Introduction
God changes the course of history through the selection of men and
women who will act on His behalf. (Isaac Lim)
•

Biblical Examples
• Abraham (Genesis 12:1-3) - I will make you a great nation
• Moses (Exodus 3: 1-12) - I am sending you back to bring my people out of
captivity.
.
• David (1 Samuel 13:14) - I am anointing you King over Israel
• Esther (Book of Esther) - I will use you to protect my people
•

•

Definitions of Leadership
•

•

J. Oswald Sanders - "Leadership is influence."
•

Bob Biehl: Leadership is knowing ...
• What to do next
• Why that is important
• How to bring appropriate resources to bear on the need.
•

Reflection Workshop - Other Definitions
• What are other definitions of leadership you know? What is your own
definition of leadership?

,

•

•
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. The Biblical Leadership Triangle
Biblical leadership is best represented by the image of an equilateral
triangle in which all sides have the same length. The triangle image is
one of strength and stability. The three sides represent essential
characteristics of biblical leaders:
•

Spiritual Leadership - Biblical leadership is spiritual in nature and centered
in God.
Servant Leadership - Biblical leadership is oriented to service. Jesus is the
supreme model of true servant leadership .
Transformational Leadership - Biblical Leadership is aimed at meaningful
change. Transformational leaders change themselves, their followers and
their world.

•
•

•

•

•
•

•
•

sPtRITUA
For a leader to reach their full potential and achieve peak performance, all
three characteristics must be present and increasing .
•
•

Spiritual Leadership
Introduction
The essential difference between the natural leader and the biblical
leader is the spiritual nature of Biblical leadership. Men and women of
God in scripture illustrate spiritual leadership
Spiritual Leadership in the Life of Moses
1. It begins with a call
.
.
When the LORD saw that he had gone over to look, God called to him from
within the bush, 'Moses, Moses!' And Moses said 'Here I am.' (Exodus 3:4)
2. The vision is God-given
So now, go, I am sending you to Pharaoh to bring my people the Israelites out
of Egypt. (Exodus 3:10)
•

•

Oliveira 138
•

Regional Conference - Page 19

3. It involves following the Spirit
"So Moses took his wife and sons, put them back on a donkey and started
back to Egypt. And he took the staff of God in his hand. " (Exodus 4:20)
4. The abilities are God enabled
Now go; I will help you speak and will teach you what to say. (Exodus 4:12)
5. The gifting is more than natural
Take some water from the Nile and pour it on the dry ground. The water you
take from the river will become blood on the ground. (Exodus 4:9)

It reflects the character of God
Now Moses was a very humble man, more humble than anyone
else on the face of the earth. (Numbers 12:3)
But the fruit of the Spirit is love, joy, peace, patience, kindness,
faithfulness, gentleness and self control. (Galatians 2:22)
Natural and Spiritual Leaders
Natural leaders have God-given personality traits and acquired
abilities. Spiritual leaders also have added traits given by the Holy
Spirit. A comparison chart between natural and spiritual leaders
include the following: (Source: J.O. Sanders, Spiritual Leadership,
modified).

•

•
•

Natural

L~ader

Self -confident

Spiritual Leader
Places confidence in God
•

Knows people

Also knows God

Has decision-making skills

Decides based on God's will

Ambitious

Proactive, yet humble

Creates methods

Finds and follows God's Methods

Command and control or
•
democratic
Motivated by personal
considerations
Independent

Leads in obedience to God
Motivated by love for God and people
God-dependent

Summary of Spiritual Leadership
Spiritual leadership originates in God. Spiritual leadsrs are developed
by God. The exercise of spiritual leadership is centered on God and the
final goal is to give glory to God.
"Spiritual leaders understand that God is their leader".
Henry and Richard Blackaby
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Servant Leadership
Introduction
The Second side in the Biblical Leadership triangle is Servant Leadership.
Spiritual leaders are also servant leaders. The call of God
to men and women is always for service. Hence servant leadership
accompanies spiritual leadership. Paul points to this leadership model
when he exhorts the Christians in Philippi to have the same attitude as Christ:
"... who, though he was in the form of God, did not regard
equality with God as something to be exploited, but emptied
himself, taking the form of a slave, being born in human form,
he humbled himself and became obedient to the point of death even death on a cross. " (Phil. 2:5-11)
•

Definitions of a Servant Leader
A Servant Leader is a person who models leadership through service.
Robert K Greenleaf (Servant Leadership)
"Whoever wants to be first must be the servant of all."
Jesus (Mark 10: 44)

The Biblical Model of Servant Leadership
•

Jesus led by being a servant to all and taught his disciples to
imitate him and lead in the same fashion.
Today, servant leadership is one of the cutting edge models
focused upon in the secular business arena as popularized by
Robert Greenleaf. The foundation of biblical servant leadership
comes from God as modeled through Jesus Christ.
Jesus and Servant Leadership - The Foundation
.
Jesus was able to take the role of servant leader because he was secure:
• In his relationship with God;
• In his knowledge of what God wanted him to do.

"Jesus knew that the Father had put all things under his power,
and that he had come from God and v:'as returning to God; so ...... "
(John 13: 3)

•

••
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Jesus and Servant Leadership - The Motivation
Why did Jesus wash his disciples' feet? John tells us it was out of love
for them.
·
"Having loved his own who were in the world, he now showed
them the full extent of his love." (John 13:1)
•

Jesus and Servant Leadership - The Model
"And during supper Jesus ... got up from the table, took off his
outer robe, and tied a towel around himself. Then he poured
water into a basin and began to wash the disciples' feet and to
wipe them with the towel that was tied around him. "
Jesus said, "So if I, your Lord and Teacher, have washed your
feet, you also ought to wash one another's feet. For I have set
you an example that you also should do as I have done to you. "
(John 13:3,4,14,15)
•
•
•

Jesus was recognized as master and teacher. He knew this, as did the
disciples.
Servant leadership was 'not the leadership model of that day.
Jesus' action held to the disciples held greater significance than washing dirty
feet. It was an attitude of serving when one was not required to serve .

•

•

Jesus and Servant Leadership - The Power of Love
In 1 CoriDthians 13, Paul expands our understanding of love by stating:
"Love is patient, love is kind, and not jealous; love does not
brag and is not arrogant, does not act unbecomingly; it
does not seek its own, is no provoked, does not takes into
account a wrong suffered, does not rejoice in
unrighteousness, but rejoices with the truth, bears all
things, believes all things, hopes all things, endures all
things. Love never fails. " (v4-B)

Workshop
To help us under the full power of Christ's love in servant leadership,
let's do a practical exercise paraphrasing the scripture above:
• Read 1 Corinthians 13:4-8, substituting the word "love" for "Christ."
• Read the text again and substitute "love" for "the servant leader."
• Finally, substitute "love" for your name and reflect on how well you are doing
as a servant leader.

•

•
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Transformational Leadership
Introduction
Besides being spiritual by nature and servant by mission, biblical
leaders are transformational because they are called by God to be
agents of transformation. The Biblical transformational leader:
• Transforms his or her world by being an agent of meaningful change
• Transforms his or her followers into leaders

Leaders are Change Agents
Jesus - The Ultimate Change Agent
In Matthew's Gospel, Jesus established right from the beginning of his
ministry that he was here to bring significant and meaningful change
by delivering what we now know as "The Sermon on the Mount."

The Sermon on the Mount - Deep Change
Jesus' words to his disciples in Matthew 5 contain four elements that
are useful for influencing meaningful change.

•

1. Reversal of expectations: Jesus surprises people with a set of
beatitudes that cast a higher vision and challenge expectations .
• Jesus calls "blessed" some unlikely people (the spiritually poor,
those who suffer, and those who mourn) in apparent contradiction
with common sense. (verses 3-12)
2. Higher moral standards: Jesus presents high moraL standards that
are impossible to live by apart from the power of the cross and the
infilling of the Holy Spirit (verse 48).
• Jesus affirms that his followers must be more "righteous" than the
religious leaders of the time (Mat. 5:20). He also elevates the level
of known commandments; such as not to commit adultery or
murder and others (verses 21-48).
3. Change grounded in unchanging truth: Jesus affirms
categorically that God's law cannot be changed.
• The transformations that Jesus brings are not substitutes for the
unchangeable will of God, but its fulfillment Christ said, "I have not
come to abolish the law, but to fulfill it." (verses 17-19)
•

•
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•

4. Challenge to become change agents: Jesus passes the torch to his
disciples. They are light and salt. They are to live the changes in the
marketplace so everyone will see and learn. (verses 13-14)
Conclusion
For the Christian leader, the purpose of their influence is to bring
glory to God and bring about the Kingdom of God on earth.

Leaders who achieve higher levels of influence reflect authentic biblical leadership.
They possess the spiritual depth, the servant orientation, and the skill necessary to
bring about meaningful change.
God is looking for men and women who are true biblical leaders. God will use them
to change history.

•

•
•

•

•

•

SPIRITUAL

•

,
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The Birth of Vision
Knowing God's Vision for Your Life
Core Value
God looks for men and women who are biblically committed to cast vision,
set goals, mobilize the Body of Christ, and overcome obstacles in order to
reach the nations for Christ.

•

•

Teaching Objectives
To understand the importance of vision for effective leadership, and
God's process of developing vision in the heart of His called leaders,
and a challenge to seek God's vision
Introduction
A blind person's world is bounded by the limits of his or her touch; an ignorant
perso.n's world by the limit's of his or her knowledge; a great person's by the limits
of his or her vision.
E. Paul Hovey (modified)
•

•

The Power of Vision
All effective leadership begins with vision!
"Take vision away from a leader and you cut out his or her heart .
Vision is the fuel that leaders run on. It's the energy that creates action.
It is the fire that ignites the passion of followers. It is the clear call that
sustains focused effort year after year, decade after decade, as people
offer consistent and sacrificial service to God"
Bill Hybels, Courageous Leadership, p. 31

•

•

What is Vision?
Vision is picture of the future that produces passion. (Bill Hybels)
Vision for ministry is a clear mental image of a preferable future imparted
by God to His chosen servants, and is based upon an accurate
understanding of God, self, and circumstances.
.
George Barna, The Power of Vision
Vision is the clear mental picture that leads people to reach out to the future. True
vision stirs emotions. It is seeing that which is not yet here-visualizing something
before it is. By the power of the Holy Spirit, God gives vision to Christian leaders to
bring into creation that which is not yet here.
•

•

•

,•

•
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. What is Vision like: Three Analogies
1. Vision is like the Eye of the Eagle
An eagle sees farther than others. Visionary leaders see beyond a
maintenance mentality and envision a mission that makes an apostolic
difference for Christ.
2. Vision is like a Magnifying Glass
A magnifying glass brings objects into clearer focus. Vision from God
allows a leader to see with greater clarity and focus .
. 3. Vision is like the Banks of a River
The banks of a river provide direction to the flow of water. Vision
provides direction and keeps us moving in the direction that God wants
to take us.

The Benefits of Vision .
Vision provides at least nine positive benefits including: clarifies
purpose, establishes clear priorities, sets standards of excellence,
inspires expectation, motivates commitment, maximizes productivity,
expand horizons, fuels passion, and provides focus for reaching your
fullest potential.

•

•
•

•

The Birth of Vision: A Lesson from Nehemiah
The story contained in the book of Nehemiah is a model that will help
us understand God's process of birthing vision in the heart of His
servants.
•

•

Historical Background and Situation
After the death of Solomon, God judges the nation of Israel for their
idolatrY and sin. By 586 b.C. the twelve tribes oflsrael no longer
exist.
The Babylonians, under King Nebuchnezzar, capture the city
Jerusalem, burn the house of God (temple), break down the protective
wall, destroy the cities valuable articles, and steal the national
treasures.
The Jewish people are captured and forced into sla'Jery, They are
marched 1400 kilometers. Psalm 137 written at this time: "How can
we sing the Lord's song in a foreign land?"
,

•

•
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For 70 years, the Jewish people lived in captivity, and then God begins
to restore Jerusalem through three people ...
• Zerubbabel: rebuilt the House of God (temple)
• Ezra: restored worship (80 years later)
• Nehemiah: rebuilds the walls (13 years later)
As the book of Nehemiah begins, Nehemiah is the cupbearer to the
King, and he is about to learn God's vision for his life!

•

•

Six Steps in the Birth of Vision
God designed us to be people of purpose - to pursue causes for which
we would exchange our lives. When you find God's vision for your
life, you won't take hold of it; it will take hold of you. It will begin quietly as you ...
•

1. See the Need
(The words of Nehemiah, the son of Hacaliah, Now it happened in
the month of Chislev, in the twentieth year, while I was in Susa the
capital, that Hanani, one of my brothers, and some men came; and
I asked them concerning the Jews who had escaped and had
survived the captivity, and about Jerusalem. 'rNehemiah 1: 1-2)

•

It is said that a true Jew is always concerned about two things: the
Jewish people and the city of Jerusalem. These were Nehemiah's two
questions .
And they said to me, The remnant there in the province who
survived the captivity are in great distress and reproach, and the
wall of Jerusalem is broken down and its gates are burned with
fire." (Nehemiah 1:3)
.

You catch the sight of a human plight that stirs you, and a spiritual
nerve within you is touched. Quietly you experience the first step the
seeding process of the birth of a vision.
Verse 3 is the answer to the question on Nehemiah's heart. As he
hears the words, he can see the situation in Jerusalem. He has never
actually been to Jerusalem, but he can "see" the city in his mind. He
can see the people living in fear and uncertainty. He can see the
broken walls. His emotions are touched.
Vision is ...

_
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•

Based Upon a Human Need
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2. Feel the Need
Now it came about when I heard these words, I sat down and
wept. (Nehemiah 1:4a)
First you see the need. Then you begin feeling the need. Now you
begin to purposefully open your heart and place their need inside.
Their need becomes your need. The seeds of vision begin to grow
inside of you. The seeds are the genuine needs of others.
Everyone sees many needs but, sometimes seeds give birth to
something deep in your heart that has staying power. The need seems
to have leapt onto you, and now it goes wherever you go. This is
almost a chemical reaction between a certain need and the way God
made you.
.
The news deeply impacted Nehemiah. It was exactly the opposite of what
he hoped to hear. It affected him emotionally. He sat down and wept.
His heart broke for Jerusalem and the situation the people were facing.
Question: Have you every received the news that was so painful, so
devastating, that you could not stand?
~--------.--------------------------'.

Visionary Leaders are willing to...
•
•

Intentionally put the need in their heart

:
i
,

Feel the pain personally

,
•
,,

,

- -. - ------- ~-. ----

•

3. Bonding to the Need
.... and mourned for days ... (Nehemiah 1:4b)

•

The awareness of the need grows strong inside of you. The feelings
don't leave. In fact, the feelings increase.
The Holy Spirit is bonding you to the need. This often takes place
over a period of time.
Bonding to the need is like God applying glue between the need and
your heart.
As the need takes on more substance in your heart and mind, you will
experience an intensifying ...
God bonds ...
Chosen servants to needs to bring the Kingdom of
God on earth

•

•
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. 4. Burden for the Need
and I was fasting and praying before the God of heaven. "
(Nehemiah 1:4. c)
.
ft• • •

You cross the line from objective observation to a soulful yearning for
something tq be done. You mourn for what you have seen. The burden
weighs heavily and you cannot escape it. In the back of your mind, there
is the thought that something must be done. Over and over again you see
the snapshot of human need engraved in your mind, until you begin to
glimpse your own face in the picture. You think about being the one to
act.
Burdens ...

,
,

•

Birth great visions

•

Provide passion for the vision

•
I

•

Workshop
• Do you have a clear sense from God of what specific need you are called to
fulfill? Write it In one short paragraph in the box below.

•
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5. Believe that You Could Meet the Need
You could but will you? You are at a critical point. If this is a true
vision struggling to be born, you will develop an internal accountability
for the need. You feel a sense of responsibility and urgency to do
something. Softly wrapped around the burden is the quiet persistent
confidence that you are being called by God to take action.

,.

The step will require obedience
• Requires acting irl faith
• Acknowledges the power of God
• Validate your accountability to God and people
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,

,

,•

•

,

6. Initial Action to Meet the Need

It may be only a minor act on your part. What matters the most. is that
you taken some action. Your cross over an invisible line from
believing you should take action to personal involvement. It now
seems clear that you are the person, this is the vision, and now is the
time. This is the reason you are put here on earth.

When you take this step of action, a leader ...
• Launches the vision
• Takes a step of faith involving risk
• Moves from the private arena to the public arena
• Moves toward fulfilling his or her destiny!

Conclusion!Application
Every leader must answer the two questions bel
• What is your purpose?
• What is your vision?

•

,

If you can answer these questions, then ...

Your life is about to change forever.

•

•
,

•

•

,

,

I
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Goalsetting For Effective Leadership
Core Value
.
God looks for men and women who are biblically committed to cast vision,
set goals, mobilize the Body of Christ, and overcome obstacles in order to
reach the nations for Christ.

Teaching Objectives
• To understand the importance of setting goals for effective leadership.
• To learn the practice of SMART goalsetting .
• A challenge to live a goal-oriented lifestyle.

•

Introduction
Some.one once said, "If you don't know where you are going, every
road leads to your destination." If we observe the lives of successful
leaders we will often notice that they have a clear vision, and set
specific, measurable, attainable, realistic and time-targeted goals that
guide how they live each day of their lives .

•

Benefits of Setting Goals
• Goals give purpose and direction to your life
• Goals simplify the decision making process
• Goals keep you motivated
• Goals Exercises Faith
• Goals give a sense of achievement and satisfaction
• , Goals generate respect
.
.

•

An Important Question - Is Goalsetting Biblical?
There will always be someone who will object to goalsetting. You may
be questioning that yourself. I would like to raise some issues and fears
involved.
•
•
•

Jesus had goals -Luke 19:10 and Matthew 16:21
Paul had goals -Acts 21:12-14
The bible encourages us to plan ahead - Luke 14:28-29
•

•

•

•

•

•

·,
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Goalsetting Begins with Vision
A vision is the foundation of all leadership. Proverbs 29: 18 says,
'Where there is no vision, the people perish". If we as leaders have
heard God's voice and can articulate our vision clearly, the process of
setting goals will be easier and more focused.

Vision Statement Workshop
Based on George Barna's definition of vision, write down your vision in
the space below. Here are a few important guidelines for writing a vision
statement.
•

•

Your vision statement should be written in God's presence, after much
prayer. Remember, your vision is God-given.
A vision statement is like a picture of something God wants to accomplish. It
should not have an active verb.

•

Vision is a clear mental image of a preferable future imparted by
God to His chosen servants, and is based on an accurate
. understanding of God, self and circumstances .
George Barna

•

•

•
•

My Vision

•

•

.---------------------------------------------------------------•
•

•

Vision and Goaisetting
Of course the vision must come to practice. Even the greatest vision is
actualized through specific goals. They are the narrowing down of
vision into smaller, manageable units. Provide focus and practical steps
to achieving my vision .

•
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S.M.A.R.T. Goals (By Paul Myer, slightly modified)
'What does a goal look like? SMART is an acronym that helps .us
focus on five important characteristics of effective goals. They mean.

SPECIFIC
• With specific goals, you know exactly where you are going to.

•

MEASURABLE
• If your goals are measurable, you can monitor your progress as you pursue
them.
•

ATTAINABLE
• Your goals must be in harmony with your gifts and talents. You should not set
a goal for yourself that is beyond your natural abilities, skills and spiritual gifts.
REALISTIC
• Your goals should be within the reality you live in. It is unwise to set goals so
large that they are beyond the possibility.
• An important question: What is the role of faith in goalsetting?
•

TIME TARGETED
• Every goal should have a deadline, a time when it should be completed and
evaluated.

Important Guidelines
•

•
•
•

•

Your goals MUST be written. "You don't know what you think until you read
what you wrote" (J. Haggai). Our mind forgets easily. Make sure your goals
are written in detail.
Establish goals for you to fulfill. Our goals must not depend on someone
else to provide the resources or do the job.
Organize your goals in oider of priority. This will help us do the important
things first and the essential things even before that. '
Make Your Goals Flexible and Changeable. Your vision must remain and
so does your mission. Your goals must change as circumstances call for
different strategies to fulfill the vision.
Re-evaluate your goals periodically and change them if necessary. Ycur
vision should not change, but your goals may need to be adjusted to new
realities.

•

•
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. Goalsetting - Six Practical Steps
This is a discipline. It will work if you take the time to do what is
necessary. It also requires a lot of thinking. I believe in the process you
will clear your focus and greatly improve your effectiveness

1. Write down your vision
2. Pray James 1:5 (you actually should pray through the entire process
of goalsetting and planning) .
•

3. Write Down a list of things it will take to fulfill your vision.
4. After a few days, review what you wrote and:
• Eliminate some combine others, restate, create some more.
• Organize all of it by priority and area
5. Write SMART goals based on the notes you made and organized .
•

6. Break down your goals into smaller, more manageable action steps
by asking the question ...
• What must I do in the first year of my goal period
• What must I do in the first month in order to fulfill (a)?
• What must I do in the first week in order to fulfill (b)?
• What must I do tomorrow in order to fulfill (c)?

•

•

You will end up with
.
• A vision statement
• A set of SMART goals
• An action plan to achieve the goals
• The most important thing - a to do list for tomorrow

•

Conclusion
I hope to have challenged you. I trust you have in your hands the
resources to begin a life changing experience with ~oalsetting. Setting
goals is not all, though. Once the goals are on paper, comes time to
pursue them. If we trust they are God-given, then it will be our joy to
lay our lives as clay in the hands of the potIer and marvel at God's
Spirit working through our lives .

•

•

•

•
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Goalsetting Worksheet
Instructions: Use one Goal Setting Worksheet for each goal. Make sure to ask if your
goal is
•

Area

Today's Date

Target Date

•

Goal (Specific, Measurable, Attainable, Realistic, Time Targeted)

Benefits:
List benefits you expect to .gain (for you or for your ministry) by achieving the goal
above .

•

Action Steps Target Date
Break down your goal into smaller steps that you must ta~e in the shorter term in
order to achieve your goal. For example, if you set a goal for the coming year, what
must you do in the first month, in the first week, the next day.

Date Reviewed: _
. _ _ _ _ _ _ _ Date Completed: _ _ _ _ _ __

S.M.A.R.T. Complete all sections. Use the back if necessary when additional space is
needed for a specific section. Review your progress regularly. Feel free to make as
many copies of this as you need.
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Mobilization
Core Value
God looks for men and women, who are biblically committed to cast
vision, set goals, mobilize the Body of Christ, and overcome obstacles
in order to reach the nations for Christ.
.

Teaching Objectives
• To study the biblical model of mobilization from Nehemiah
• To equip leaders for mobilizing the body of Christ.
• To develop a personal plan of mobilization that will be transforming in its
results

Introduction
Mobilization occurs when a leader, with a God-given vision, involves
Christians, at every level; and a movement is formed that will
ultimately lead to the accomplishment of Kingdom goals. A
movement has a life of its own. The movement will exist as long as
the vision is essential or important enough that people are motivated
regardless of the cost. A movement is mobile. It goes where there is a
need. An organization emerges after needs have been met and
maintenance is required .. God's design requires a leader to blow the
trumpet, sound the charge, lead the way and keep the movement going
in the right direction in order to see the mission realized .

•

•

•

Not A "One Man Band"
The early church was not a parade of 'one man bands' .. The letters of
leaders like Peter and Paul were letters of encouragement
and inspiration
•
to local people to fulfill their own ministry and to develop their own
priestly role. (See 1 Peter 2:5)
.

The Biblical concept of leadership is not based on the concept of the
star performer, but rather on the leader who enables and facilitates
each of the people of God to fulfill their calling. Leadership is not
about status in the hierarchy, but about servanthood to the Body.

•

"There are different kinds of gifts, but the same Spirit. " wrote
Paul. There are different kinds of service, but the same Lord.
There are different kinds of working, but the same God works
all of them in ali men. Now to each one the manifestation of
the Spirit is given for the common good. " (1 Corinthians
12:4-7)

•
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Nehemiah: A Master Mobilizer
Situation
Nehemiah 2:17 shows the situation of destruction that Nehemiah found
when he arrived in Jerusalem.
•

Then I said to them, "You see the trouble we are in: Jerusalem lies
in ruins, and its gates have been burned with fire. Come, let us
rebuild the wall of Jerusalem, and we will no longer be in
disgrace. "
•

•

Casting vision and setting goals is not enough. Leaders need to
mobilize people to accomplish the vision.

Mobilization Practices
In chapters 3 to 6, Nehemiah mobilized the people of Jerusalem for
rebuilding the wall. Here are some of Nehemiah's leadership practices
which mobilized the people for a difficult task amidst serious
opposition.

•

1) Constant Encouragement
After I looked things over, I stood up and said to the nobles, the
officials and the rest of the people: "Don't be afraid of them .
Remember the Lord, who is great and awesome, and fight for
your brothers, your sons and your daughters, your wives and
your homes. " (Nehemiah 4: 14)

Our God will fight for us! (Nehemiah 4:20)
•

•

2) Personal Example
Neither I nor my brothers nor my men nor the guards with me
took off our clothes; each had his weapon, even when he went
for water (Nehemiah 4:23)

... neither I nor my brothers ate the food allotted to the
governor ... But Instead, I devoted myself to the work on this
wall. All my men were assembled there for the work; we did not
acquire any land. (Nehemiah 5:14-16)
3) Courageous Leadership
But I said, "Should a man like me run away? Or should one like
me go into the temple to save his life? I will not go! (Nehemiah
6:11)

•

•

•

•

•
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Results
• Many people from different parts of Judah got involved in the work. (Chapter
3)
• The people dedicated themselves to the work (Nehemiah 4:6)
• The work of reconstruction was finished in record time (Nehemiah 6:15)
o The wall restored security to the city .
o The work done in record time restored self esteem and national pride.
o The people recommitted themselves to God. (Nehemiah 8)

•

The Art of Delegation
Great leaders know how to effectively delegate responsibilities and
empower others to accomplish the specific goals.
Delegation is not a single act, but several phases.

Phase One: Set Clear Goals
Initially, delegation involves getting clear with the person on
the nature of the assignment. The focus is clear goals and
expected results .

•

•

Phase Two: Prepare an Action Plan
The second phase of delegation involves facilitating a
discussion of possible approaches and specific steps to
accomplish the task.
Phase Three: Provide Support
The initial attention to detail then gives way to backing away
and allowing the person sufficient latitude to acc.omplish the
work, yet remaining available as needed .
•

Phase Four: Provide Accountability
.As the person makes progress on the assignment, monitor
progress and make sure that the person has sufficient resources,
both material and personal.
•

•

•

•
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Workshop
For Group Discussion
• Rate yourself on each of the four phases of delegation using the following
scale. Share the results with other participants.
1 = Needs Improvement; 2 = Average; 3 = Outstanding
"

"

Phase One

Clear Goals

Phase Two

Action Plan

Phase Three

Support

Phase Four

Accountability

For Your Personal Reflection
• What actions can you take to increase your ability to effectively delegate?

The Mobilization Triang"le
Mobilization occurs when people are equipped and empowered to
accomplish a vision that God has given to a leader. Achieving a
systematic, ongoing list of strategic goals can result in a movement of
people within the Body of Christ who are passionately committed to
achieving a specific vision.
"

Mobilization is illustrated by a triangle in which leadership
responsibilities and the authority to accomplish those responsibilities is
passed from one level to the next. More people are mobilized at each level.
The International Leadership Institute both trains and mobilizes leaders
of leaders according to a specific strategy.
Ill's top leaders are call the Leadership Team. They are Ill's most
outstanding leadership trainers and they guide III training in their
. region of the world. This group includes Ill's senior faculty team.
,

The Leadership Team has raised up a team of III alumni who are Peak
Performers. These are alumni of III conferences who have trained at
least 100 other leaders and have attended III Peak Performance training.
The Leadership Team and the Peak Performers invest themselves in
International, National, and Regional Conferences. At each level, III
alumni invest themselves in others thus €:1larging the triangle for the
glory of God.
•

•
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Overcoming Obstacles
Core Value
God looks for men and women, who are biblically committed to cast
vision, set goals, mobilize the Body of Christ, and overcome obstacles
in order to reach the nations for Christ.

Teaching Objectives
• To be able to identify common obstacles to leadership from internal issues,
external struggles and Spiritual warfare
•
• To develop personal strategies to overcome internal, environmental and
spiritual obstacles
.

Definition of Obstacle
Anything that stands in the way of accomplishing God's purposes for
us and through us is an obstacle .
•

•

Key Scripture for Overcoming Obstacles
Who shall separate us from the love of Christ? Shall trouble or
hardship or persecution or famine or nakedness or danger or
sword? As it is written: "For your sake we face death al/ day
long; we are considered as sheep to be slaughtered. No, in al/
these things we are more than conquerors through him who
loved us. For I am convinced that neither death nor life, neither
angels nor demons, neither the present nor the future, nor any
powers, neither height nor depth, nor anything else in al/
creation, will be able to separate us from the love of God that is
in Christ Jesus our Lord. (Romans 8:35-39)
II

•

This powerful scripture put obstacles in perspective and provides us .
with reassuring words regarding our struggles. Paul affirms that:
,

•
•

•

Obstacles are a reality. Paul affirms that "we face death all day."
No obstacles, whether personal, (life, nor death) external (powers, height,
depth) or spiritual (angels and demons) will ever separate us from the love of
God.
It is in the midst of the obstacles (not in spite of them) that we will be more
than conquerors through Christ.

•
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Part 1: Personal Obstacles
These are obstacles related to our own limitations and struggles. These may
be the most difficult ones to overcome because they are not always visible .
•

Moral Obstacles
Every leader faces moral challenges. The discussion of moral obstacles
to leadership will be part of the sessions on Integrity.
•

Educational Obstacles
Biblical leadership begins with God and does not depend on education.
However, the lack of education can be a significant barrier to a leader.
In other cases, leaders are required to perform tasks for which their
education or training didn't prepare them.
Medical Obstacles
Leaders are not spared the struggles of health issues. Debilitating
diseases can temporarily limit the strength and stamina required for
effective leadership, or even disqualify a leader for the work.
Poor physical shape and inadequate eating habits are significant
obstacles to leadership.
•

Emotional Obstacles
Emotional obstacles are probably the most significant personal
hindrance to leadership. Most of them are actually related to issues of
self esteem.
•

Self Esteem: The Main Personal Obstacle
"Satan's Deadliest Weapon is an attack on our Self-esteem" (David
Seamands). Scripture affirms the importance of how we view
ourselves.
For as a man thinks within himself, so he is. (Proverbs 23:7 NASB)

Of all the judgments we pass in life, none is more important than the judgment we
pass on ourselves. That judgment impacts every moment and every aspect of our
existence. Our self-evaluation is the basic context in which we act and react, choose
our values, set our goals, meet the challenges that confront us. Our responses to
events are shaped in part by whom and what we think we are -- our self-esteem.

Nathaniel Branden
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•

•

Understanding Self-esteem
Self esteem relates to the way you look at yourself and feel about
yourself. It is seated way down deep in the heart of your personality.
Self esteem (high and low) is self reinforcing and self perpetuating. A
healthy self esteem includes:
.
• Clear sense of belonging, ol being loved
• Clear sense of worth and value
• Sense of being competent
•

The table below compares attitudes and behaviors of high and low selfesteem .
High Self Esteem
Seeks the challenge and
stimulation of worthwhile and
demanding goals.

Low Self Esteem
Seeks the safety of the familiar
and undemanding ..

The higher our self-esteem, the
more ambitious we tend to be, not
necessarily in a career or financial
sense, but in terms of what we
hope to experience in life.

The lower our self-esteem, the less
we aspire to, and the less we are
likely to achieve.

The higher our self-esteem, the
stronger the drive to express
ourselves.

The lower our self-esteem, the
ll
more urgent the need to IIprove
ourselves.

The higher our self-esteem, the
more open, honest, and
appropriate our communications
are likely to be, because we
believe our thoughts have value
and therefore we welcome rather
than fear the clarity.

The lower' our self-esteem, the
more muddy, evasive, and
inappropriate our communications
are· likely to be, because of
uncertainty about our own
thoughts and feelings and anxiety
about the listener's response.

The higher our self-esteem, the
more disposed we are to form
healthy relationships.

.

.

The lower the self-esteem, the
more we are drawn to destructive
relationships.

Summary of Personal Obstacles
God's has called us to be effective leaders. This includes overcoming
the personal obstacles we face because 0f our issues of self esteem.
Let's conclude with a time of prayer, asking God to work in us by His
Holy Spirit, transforming our lives and especially the way we see
ourselves .
•

•
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Part 2: External Obstacles

•

These are obstacles that come before us originating from our
environment, from our workplace, community and nation.
Obstacles in the Church
• False brothers (2 Cor.11 :26) - It can destroy an entire congregation.
• Difficult Christians under our leadership - Sincere Christians think differently
from us and this cause conflict.
• Sincere opposition and criticism from other Christians - Not everyone will
agree with your vision. Some will oppose it vehemently .
• Daily pressure to perform - The secular competitive lifestyle has encroached
in the Church. There is tremendous amount of pressure for the Christian
leader to perform-show large numbers of converts or large budgets for
ministry.
.
• . Lack of fruit for the effort (Mark 6:5) - There are "seasons of desert" in
anyone's ministry. This can be discouraging.

•

Practical Tools for Handling Conflict
Conflict is unavoidable. In any team situation conflict will arise. Here
are five easy steps that can help you handle conflict within your team.
1. Understand the nature of the conflict. Appreciate the difference in opinion.
2. Pray for wisdom to discern the real issue and the needs of those with
whom you are in conflict. It is important to remember that the conflict
may be about personalities and needs, rather than the subject matter.
Praying together can be an important means of resolving a conflict.
•

•

3. Explore possible solutions together. Wherever possible, attempt a
win-win solution.

•

•

One Conflict -7 Three Possible Solutions

•

,
,
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4. Make peace with those you are in conflict. A common mistake is to
confuse the issues in the conflict with the person, thus turning the
conflict into a personal issue.
•

•

;
'
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Self-examination in a situation of conflict
Sometimes you are the one caught within serious conflict. Here are
five questions you can ask yourself that can help resolve a conflict.
1. Is the conflict at stake worth the time and en'ergy spent?
2. Will it make any difference if I win?
3. What is God saying?
4. Why am I holding on to my position?

,

, 5. Have I contributed to this conflict? Do I need to repent of anything?
Obstacles from the Local Community
• Opposition and criticism from the people in the community.
• Bad press from the media (especially unfair treatment of issues relating to
Christians)
,

Obstacles from the wider community (nation)
• Policy issues that affect Christian morals and ethics
• Issues that affect the safety of Christians because of anti-Christian groups
•

Conclusion: Overcoming External Obstacles
God will help us overcome external obstacles by three main ways, as
represented in the examples of known biblical characters . .
•

Removing the obstacle from our path - The example is David and Saul (1
Samuel) God removed Saul from the kingship so that His anointed could
lead .

•

Finding a way around the obstacle - The Wise Men were warned by the
. Angel (Matthew 2:12) and avoided Herod, thus overcoming the obstacle in
Jesus's family.

•

•

Using the obstacle as a stepping stone - God helped Joseph overcame the
obstacles imposed on him by his brothers actions, by using the situation to
rise him to a leadership position and save his entire family. (Genesis 45:4-7)

Reflection Workshop
Determine with your colleagues which of the external obstacles above are the most
important in your own context. Prayerfully think about strategies to overcome them.
Write down the strategy God gives your group and share with the other participants.

,
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Study Resource
Spiritual Obstacles to Leadership
Eight ways in which Satan tries to destroy your call to lead and evangelize
This study is based on the eight core values of ILL If God is looking for leaders who
live by these values, Satan will try his best to destroy or neutralize these in our lives.
Let us look at these strategies of our enemy and how we can best overcome them.

The Battlefield Is the Mind
• 2 Corinthians 10:5 - Where do Spiritual weapons work - where the war is
fought
o Demolish arguments
o Demolish every pretension against the knowledge of God • Take captive every thought to make it obedient to Christ
One of the lies of Satan - Spiritual warfare is only about burning idols and
casting demons out of people who are possessed. Spiritual warfare involves
these activities but the real battle occurs in our minds.
•

Eight Strategies against Christian Leaders
1. Break our intimacy with god
a. By tempting us into sin and loss of holiness
i. Biblical Example: 1 Samuel 15:11-34. Saul's disobedience caused
him to lose his leadership
b. Counterattack - Make relationship to God our first priority
i. Psalm 42: 1-2 - Hunger and Thirst for God

•

2. Kill our passion for the lost
a. By taking our eyes off the fields and to ourselves
i. Biblical Example: The sons of Zebedee' (Mark 10:35-37)
1. Like them, many Christians are seeking positions and
preaching a self centered Gospel
b. Counterattack - Keep our eyes focused on the harvest
i. John 4:35 - Open your eyes and look at the fields

•

3. Blur our vision, so we don't make an impact in the world
a. By discouraging us in times of trial and convincing us that our vision is no
more than a fantasy
i. Biblical Example: Elijah flees from Jezebel (1 Kings 19: 1-5)
b. Counterattack - Standing in the gap of intercession (Ezekiel 22:30).
i. Like Nehemiah, standing in the gap means hearing from "the field."
ii. Like Daniel (Dan 10: 12-14), standing in the Gap means praying
prophetically and getting answers from heaven .
•

•
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4. Destroy the relevance of our message
a. By tricking us into legalism, absolutizing the relative.
i. Biblical Example: Judaizers in Acts of the Apostles (Acts 15:5) - they
could have killed Christendom.
b. Counterattack - Become all things to all men (2 Corinthians 9: 19-23).

5. Stop our multiplication by sowing dissension in the ranks
a. By sowing fear of competition in our hearts.
i. Biblical Example: Saul and David (1 Samuel 18:7-9).
b. Counterattack - A servant's attitude (Matthew 23: 11 ).
•

•

6. Attack our family so as to discredit and neutralize us
a. By luring the leader into a workaholic lifestyle.
i. This leads into abandoning family relationships and leaving spouse
and children open to direct attack.
b. As a consequence of (i) the leader indulges the sins of his or her children
and they go further into it.
i. Biblical Example: Eli and his corrupted sons (1 Samuel 3:12-14).
c. Counterattack - Set your priorities straight

7. Kill our reputation as stewards, using our success against us
a. By tempting to use money for personal benefit - dishonesty
i.
Biblical Example: Ananias and Saphira (Acts 5: 1-10)
•
b. By tempting to "ride on" his or her success and not give the glory to God
i. Biblical Example: Herod the Great (Acts 12:21-23)
c. Counterattack - Discipline in material matters - begin with tithing faithfully
i. John Wesley - make as much as you can, save as much as you can,
give as much as you can

8. Destroy our integrity, canceling all the impact of our ministry
The theme of integrity will be dealt in detail in that course, for this one, it is sufficient
to mention the four sins that destroy leaders all around the world
a. Counterattack - Do not leave even the slightest room for slipping and
falling
i. Submit to God and resist evil- (James 4:7)
Be accountable to someone

•
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Multiplication of Leaders by Mentoring
•

Core Value
God looks for men and women who disciple, coach, and mentor other
leaders, who.in turn become leaders of leaders that effectively train
others.

Teaching Objectives
Each participant will understand the process of mentoring and will
make mentoring a priority in their life and ministry.

Overview
Three key steps to multiply the number of leaders are discipleship,
coaching, and mentoring. Each part of this process is
essential for developing a leader of leaders
who is mature in Christ and effective in
•
service.
Mentoring is usually a long term mutual relationship in which one
person who has more experience in an area of life or leadership comes
alongside a less experienced person to help them achieve their priorities
(vision) .
•

Mentoring Is about Relationship
1. A relationship in which a mentor helps a mentoree reach his or
her God-given potential. [Biehl]
•

2. Mentoring is a relational experience in which one person
empowers another person bysharing God-given resources.
3. Mentoring is a relational process in which a mentor, who
knows or has experienced something, transfers that something
[resources of wisdom, information, experience, confidence,
insight, relationships] to a mentoree, at an appropriate time and
manner, so that it facilitates development or empowerment." [
Stanley and Clinton]
4. Mentoring moves the mentoree from 'trial and error' [learning by
mistakes] to a proven record [learning by example].
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Two Key Questions A Mentor Asks?

1. What are your priorities (vision)?
2. How can I help you achieve them?
•

Biblical Foundations for Mentoring
1. Moses to Joshua
So the Lord said to Moses, 'Take Joshua the son of Nun, a man in
whom is the Spirit, and lay your hand on him . .. and you shalf put
some of your authority on him.( Numbers 27:18-20)
2. Elijah to Elisha
Ask what I shall do for you before I am taken from you. And Elisha said;
please let a double portion of your spirit be upon me. (2 Kings 2:9)
3. Jesus to Disciples
And He appointed twelve, that He might be with them, and that He
might send them out to preach. (Mark 3:14)
4. Barnabas to Paul
But Barnabas took hold of him and brought him ... (Acts 9:27)
And he (Barnabas) left for Tarsus to look for Saul; and when he had
found him, he brought him to Antioch. And it came about for an
entire year they met with the church, and taught considerable
number; and the disciples were first called Christians in Antioch.
(Acts 11:25-26)
.
•

5. Paul to Timothy and others
.
And the things you have heard from me in the presence of many
witnesses, these entrust to faithful men and women who will be able
to teach others also. (2 Timothy 2:2)
The things you have learned and received and heard and seen in me
practice these things; and the God of peace will be with you.
(Philippians 4:9)

,

•
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Mentoring at Different Levels

Mentoring is a relationship between mature leaders. There can be
several levels of involvement and intensity in mentoring relationships.
They can be:
• INTENSIVE
Concentrated mentor who may sometimes act as a discipler, spiritual guide
and coach.
•

•

•

OCCASIONAL·
Mentor provides timely advice and correct perspectives on viewing self,
others, and ministry.

•

PASSIVE
. A mentor can be a past or present life that you can learn from through
reading, studying or observing, such as the author of a book or historical
figure.
.
•

Workshop and Discussion
In a small group, talk about one key person who is your mentor or a
special person in your life. How are they helping you achieve your
priorities (vision)?

•

•

"There aren't enough ideal mentors who can do it all. But lots of people can
fulfill one or more of the mentoring functions. All you need to do is identify the
specific area of mentoring you need."
•

Comparing Discipleship, Coaching and Mentoring
The three levels of multiplication are not like grades in a school, when a
student passes from one level to another. They are rather continuous
activities which build upon the previous.
• All new Christians must be discipled in order to establish them in the basic
fundamentals of the faith. But all Christians also need a mentor to help them
continue to mature in their faith and life.
• All Christians can be mentors of another. Life experiences qualify each of us
to become a mentor. It is not a complex subject, but it is one of the most
important elements in the advancement of Christian leadership for the
21st century_
• Mentoring can impact the next generation significantly because it ties needs,
dreams and resources together in a relational way.
•

•

•

•

•
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Discipleship, Coaching and Mentoring Compared

.

Model: Timothy

Model: Paul

Discipler - mature
believer

Coach - an
accomplished leader

Focus: leader's
agenda

Focus: need

•

Focus: content

Focus: skills

Focus: spiritual
disciplines

Focus: goal
accomplishment
Interchange is based
on service

Interchange is based
on content
•

Usually short term .
commitment
Offers biblical and
spiritual formatiE>n
Requires positive and
personal relationship

Variable

Model: Barnabas
Mentor a wise,
experienced guide
Focus: mentoree's
agenda
Focus: supportive
relationship
Focus: wholelife
counsel
Interchange is based
on relationship
Ideally, a lifetime

Offers ministry skills

Offers practical life
and ministry
ence

Requires positive
personal relationship

Requires positive,
personal relationship

•

,

•

•

Common Characteristics of a Mentor
•

Ability to see potential in a person

•

Tolerance with. mistakes and brashness in order to see potential develop.

•

Flexibility in responding to people and circumstances

•

Patience, knowing that time and experience are needed for development.

•

Perspective, having vision and ability to future and make helpful suggestions

•

Gifts and abilities that build up and encourage others .

•

•
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Launching a Mentoring Relationship
Since mentoring is a relationship between mature believers, either a
mentor or a mentoree can take the initiative to launch a mentoring
relationship.
,

For The Mentor: Three Recommended Steps
1. PRAY
Ask God to lead you to the right person. You are praying for the kind of
person that exhibits the qualities and character that you believe your
experience and maturity could enable them to fulfill their God given
potential.
•

2. ASK: TWO SIMPLE IMPORTANT QUESTIONS
• What are your priorities?
• How can I help you?
3. BEGIN TO MEET
• Establish a time in which you both will meet.
• Establish a simple agenda that begins with: "How can I help you reach your
priorities or goals or address your problems today?
• The Mentor is not the one who has to resolve the issues for the mentoree but
gives perspective, ideas, information, praise, general support, and prayei.
• The number of times to meet is determined by the mentoree who will bring
his/her agenda and the Mentor asks the same question:
"How can I help you reach your priorities today?"
•

Response Workshop
Which three persons would you most like to see do well in the future
and who you might help them fulfill their God-given potential?
•
•

Pray for all of them but plan to start with only one.
Share briefly with another conference participant about one of the people in
your list of potential mentorees.

1. _____________________________________
2. ________________________________________
3. _______________________________________
•

•

•
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For The One Seeking a Mentor
1. PRAY
Ask God to lead you to a qualified person who would be willing to
mentor you. You are praying for the kind of person that you respect and
also someone you like who already exhibits the qualities and values that
you want to have in your life and ministry.
2. APPROACH THE MENTOR
Formally or informally speak to your potential mentor and tell them
what you have been praying about. Ask if they would be willing to meet
with you several times to talk about what that might mean and for them
to begin to pray about it too.
•

3. PLAN TO MEET
Establish a time when you are going to meet and be prepared to bring to
the meeting your priorities and ask for his/her counsel concerning these issues.
4. SEEK CONFIRMATION
After several meetings God should affirm in each of your hearts if this is a
relationship that will be beneficial to both of you. If so, then you will only
meet as you choose to, but seldom weekly. Talking on the phone is often all
you may need. If not confirmed to both of you, then thank him/her for their
time and begin praying for another mentor.
•

For Your Response - Personal Reflection
If you could have any mentor(s), which person would you ask? Share
. your list with another participant and commit to approaching one person
in your list the next month. Pray for each other that you will initiate a
fruitful mentoring relationship. Note that you may have more than one
mentor at a time, each helping you win in different areas of your life
(spiritual, professional, and social).

•

1. _______________________________________

2. _______________________________________
3. _______________________________________

When you are mentoring, you are significantly strengthening the next generation
of Christian leadership world wide by combining

YOUR EXPERIENCE TODAY with THEIR POTENTIAL TOMORROW .
•

Resources Adapted From
•
Bob Biehl: Mentoring
•
Stanley and Clinton: Connecting

•

•
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Farnily Priority

•

Core Value
God looks for men and women who are convinced that the family is
God's building block for society and make their family a priority in
developing leaders.

Teaching Objectives
• To understand the importance of family priority for successful leadership
.

•

To identify and apply principles for developing strong family relationships.

•

A challenge to make family the number one priority in ministry and to model
healthy family life for other Christians.

Introduction: The Challenge of Family Priority
The family unit is the foundation for our culture. It constitutes the root
of every nation. In fact it is God's idea. From Genesis to Malachi, from
Matthew to Revelation, God consistently uses family illustrations to
describe His relationship with the human race. However, this unique
institution is not without challenges.
Negative forces threaten to weaken and destroy family structures in every
human society. In modern societies, divorce rate is high and growing.
Broken family relationships result in troubled and struggling children.
Christian leaders are not spared the effects of this changing scene in
family life. Christian homes are often havens of blessing but they are
also places of struggle and pain.

Workshop - The Family in our Nation
Discuss with your colleagues (in a small group) the current situation of the
family in our nation. Use the following questions as a guide.
•

How is today's world affecting the family structure in our nation?

•

How does that affect our families as Christian leaders?

•
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•

•

God's Perspective on the Family

Try to feel the heartbeat of God on the family. Our key New Testament
text is Matthew 22:37-40
'Teacher, which is the greatest commandment in the Law?" Jesus
replied: "'Love the Lord your God with all your heart and with all your
soul and with all your mind." This is the first and greatest commandment.
And the second is like it: 'Love your neighbor as yourself. ' All the Law
and the Prophets hang on these two commandments. "
•

Our first neighbor is our own family - from there our ministry extends to the
ends of the earth.
To fulfill our leadership calling, our family must be seen as our first place to
begin ministry

•

How far do you agree with the following? My family is:
• A Gift from God
• A Ministry from God
• A Responsibility from God
•

Biblical Leadership and Family Priority
In 1 Timothy 3: 1-13, Paul gives his disciple two lists of requirements for
leadership. Paul is more interested in character traits and personal qualities than
in skills for ministry. Several of these requirements are family requirements .

•

•

•

Requirements Related to the Family
1. Good caregiver and family manager
.
The leader must care for his or her fam[ly properly and provide
.
good leadership in the home. (vv. 4 and 12)
• Note: The Household (oikos) in scripture refers to more than just the
family. The word includes servants, extended family and visitors living in
the same house.

•

2. Loving and Gentle
• The leader must care for his or her family with love, respect and self control,
so that the home is peaceful (w. 2-3)
Requirements Related Marital Life
•

1. Monogamous
• The Christian leader (bishop or deacon/deaconess) should be married to only
one spouse. (vv. 2, 12)

•
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2. Godly Spouse
• On verse 11, Paul makes the difficult requirement that the leader's spouse
must have some qualities. Without them, the leader's,ministry will be
seriously jeopardized.
i. Not slanderers (Greek diabolos) who falsely accuse others
ii. Temperate or self-controlled.
iii. Faithful and trustworthy
•

Note that the responsibility of having a godly spouse like this
is on the shoulders of the leader (male or female). He or she
is responsible for creating a family environment in which that
can happen naturally.

•

Requirements Related to the Children
1. Leadership at home
It
is
clear
by
Paul's
words
that
the
Christian
leader
must
be
a
leader
•
also with his or her children, fully committed to their development.

,

•

a. Obedient Children (v. 4 and 12) - Obedience is the
acknowledgement of the parents' God-given authority in
the home. This can't be "enforced," but is the result of
sincere love and parental leadership by example.
b. Respectful Children (v. 4) - Obedience should flow out
of respect for the parent.

•

Workshop
Reflect personally on the following question. Discuss the matter with
other conference participants. and pray for each other's family.
• How would you evaluate yourself against the standards for leadership in
Paul's letter to Timothy? What are some areas where you see the need
for personal growth?
,

Characteristics of Strong families
Chuck Swindoll in his book "The Strong Family" outlines four important
characteristics of strong families, quoting Stinnet and deFrain's research.
,

1. Strong Commitment·
• Strong families believe in the value of the family and consider their family a
priority in their lives.
•

2. Spending time together
• Strong families take time to be together on a regular basis doing meaningful
things.
•

•

•
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•

3. Good Communication
•

Strong families are able to communicate at all levels. Judith Balswick in her
book "Family: A Christian Perspective on the Contemporary Home" affirms
that in our family, we usually communicate on one or more of four levels. The
box below explains and gives examples of these levels of communication .
•

FOUR LEVELS OF COMMUNICATION
Level 1 : Social - General greeting to anybody. Example: "Good Morning." "How
are you?"
•

.

Level 2: Functional Exchange - Example: "pass the salt"; "don't forget to lock the
door". Work related exchange: "Can you type this today!"
Level 3: Personal Exchange - Feeling and conviction level exchange
Level 4: Intimacy Exchange - Close and deep understanding. Direct exchange. It
•

can be physical, social, emotional and spiritual areas .
•

.

4. Appreciation and Affection for each other
• Strong families are intentional about expressing appreciation for each other.
Spiritual Commitment

•

•

5. Ability to solve problems and crisis
• Strong families have win-win strategies to solve crisis situations.
•

•

A Moment to Reflect
Considering the characteristics of strong families above, take a minute to
reflect upon your own family life and answer the following questions.
• . Which of the above characteristics is your family strongest? Which is the
weakest?
• What are the main issues that the family faces in our environment?
•

Conclusion
God has created the family. As with all creation, it was perfect. In our
different cultures, the external "look" of the family may be different.
However, at the core of our families must be our relationship with God
(as individuals and as a family group) and our commitment to His
standards for the family. In the following sessions we will look into a
few aspects of God's plan for our relationship with our spouse and our
children.
•

•
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Stewardship of Time
.

God gives to each leader various gifts for ministry. God also provides
financial resources and opportunities to serve. All of God's provisions
are connected to the reality that God is the source of all that we have and
we will be held accountable for each aspect of our lives. Of everything
that God has given to us, time is probably the most perishable and
wasted. It is completely spent every day and once it is spent, it can't be
recovered. Therefore, committing ourselves to being good stewards of
our time is a necessity for every leader.
•

What is time?

•

•

It is the passing of life

•

It is your most valuable resource.

•

It is unique, because unlike other resources, it cannot be saved or stored.

•

It is the same for everyone.

•

It does not discriminate. We all have 24 hours each day .

•

•
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What Robs our Time
A North American survey of 30 Christian leaders asked them to identify
their 'time robbers.' Most frequently mentioned were:
•

Procrastination: "The greatest time wasted is the time getting started."
[Dawson Trotman]Where are you not like an ant?

,

•

Poor personal Planning and Scheduling:

•

Interuptions by people without appointments: visibility means available. Do
you have any place to hide to study, read, pray?

•

Poor Delegation Can someone else do this instead of me?

•

Poor use of the Telephone. Could this call wait until later and what do I want
to accomplish by doing it?

•

Lack of concern for good Time Management: Do people expects you to be
late? Or not prepared?

•

Lack of clear Priorities:, What is the number one goal I want to achieve
today?

Jesus, the Model
The Gospels show us many instances when Jesus demonstrated effective
stewardship of his time.

•

•

•
•

•

He knew His time was LIMITED. Three years to equip the next generation to
carry the gospel to the ends of the earth.
As long as it is day, we must do the work of Him who sent me.
Night is coming when no one can work (John 9:4)

•

He never lost sight of His PURPOSE.
[Father] I have brought You glory on earth by completing the
work You gave Me to do. (John 17:4)

•

He kept His goal SIMPLE.
For the Son of Man came to seek and to save what was lost.
(Luke 19:10)

•

He understood that there is a RIGHT TIME when the important
things must be done.
Do you not say, 'Four months more and then harvest?' I tell you,
open your eyes and look at the fields! They are ripe for harvest.
(John 4:35)

,

,

•
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Accomplishing More without Working Harder
Stephen Covey in his book, Seven Habits of Highly Effective People,
developed a model for accomplishing more and feeling better about
what has been achieved. One significant key is to understand two words
or factors that define an activity:
,
•

•

URGENT: It usually means it requires immediate attention. It is
now. It is usually visible. They press on us. Often they are
popular with others. Even fun to do. But so often they are
unimportant. It is reactive.

•

IMPORTANT: If something is important, it contributes to your
mission, values and high priority goals. It has to do with results.
Important matters that are not urgent require more initiative,
more proactivity.

The Time Management Matrix
Covey placed the two va'riables above in a diagram (a matrix). Activities
are divided into high or low importance and high and low urgency.
Leadership Activities
The matrix below shows common leadership activities according to
urgency and importance
,

URGENT
1
;

:sct:

2~
-

~
~

Crises
Pressing Problems
Deadline-driven Projects

Prevention
Relationship Building
Recognizing New Opportunities
Empowerment
Planning

•

_ _ _ _ _ _--J

Interruptions
Some Calls
; Some Mail,
Some Reports
::e Some Meetings
;: Presslngs Matters
~ Popular Activities

2

2

3

Trivia
Busy Work
Some Mail
Some Phone Calls
Time Wasters
Pleasant Activities

4

Effective Use of Time
Our natural tendency is to spend most time in the urgent issues that are
not necessarily important (quadrant I). Most managers spend the
majority of their time in quadrants I and III. Effective stewards of time
spend most of their time and energy in the second quadrant.
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Workshop
Reflect on your usual work day. Using the time management matrix
above, try to estimate how many hours a day you spend on each
quadrant. Discuss possible strategies to help you invest more time on
quadrant 2.
,

URGENT

•

NOTURGEHT
2

1
~

~

~

a&:

2
::I::

a ________________

lea

:iii'!

~

4

3

~

~

a;;

::r;

•

...a
•

L

;C

Conclusion
Of all that God has given to us, time is probably the most perishable and
wasted. It is completely spent every day and can never be recovered.
Therefore, committing ourselves to being good stewards of our time is a
necessity for every leader.
.
The essence of effective time management is to organize and execute
around balanced priorities.
.
Different cultures see and deal with time differently. As Christian
leaders however, we can't afford not to look at our time carefully and
follow the examp!e of Jesus. Time management is not about managing
time itself, but...

•

The essence of effective time management is to organize and
execute around balanced priorities.

•

Recommended Resource Materials:
Rush, Myron: Management: A Biblical Approach
Covey, Stephen: Seven Habits of Highly Effective People

••

•
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Integrity - A Life That Is Whole
Core Value
.
God looks for men and women of integrity who live holy lives that are
accountable to God and to the Body of Christ. Integrity glorifies God,
protects leaders from stumbling, and encourages growth.

,
•

Teaching Objective
To seal in the heart of a Christian leader a commitment to integrity in
spite of circumstances .

•

Introduction
The greatest challenge of leadership is to maintain integrity. Even in the
secul~.r world of business, the issue of character came to be recognized
as a major issue for leaders. Christians are called to be holy and live a
life of purity. When leaders fail to maintain integrity, their family and
ministry, and even the work of the Church suffer the consequences.

•

Workshop: The Challenge of Integrity
Discuss the following questions in small groups and share the insights
with the entire conference.
• What are the greatest challenges to integrity in our nation?
• Where in your life do you have the most difficulty maintaining integrity?

Biblical Foundation
In the scripture below, the psalmist shows us that integrity has inward
and outward aspects.
Who may ascend the hill of the LORD? Who may
stand in his holy place? He who has clean hands
and a pure heart, who does not lift up his soul to an
idol or swear by what is false. He will receive
blessing from the LORD and vindication from God
his Savior. (Psalm 24:3-5)
•

•
•
•

INWARD - Integrity begins from within and is based
on holiness and sincerity (a pure heart)
OUTWARD - Integrity includes our behavior which is
to be blameless. We should do no:hing to cause others to
stumble. (clean hands and a truthful mouth)
•

•

•
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What is Integrity
Put in simple terms, integrity is being the same in heart, mind and
actions.
What I Am: Whole
God desires that we be whole or complete in Christ. Integrity means that
my beliefs, attitudes, words, and actions are consistent with God's
nature. Jesus models integrity by living a whole and integrated life in
which His inner life (intimate relationship with the Father) and outer life
(the life the world saw) were consistent.
Teacher, we know you are a man of integrity. You are not
. swayed by men because you pay no attention to who they
are; but you teach the way of God in accordance with the
truth. (Mark 12:14)
.

Integrity is the quality or condition of being whole or undivided;
completeness. Integrity comes from the word "integer," which means
"whole or completel" It is the opposite of the hypocrisy.
MacArthur: The Power of Integrity: Building a Ufe without Compromise .
•

What I Stand On: A Commitment to my Promises
Integrity means that I am faithful to the words that I speak and the
promises that I make.
Simply let.your 'Yes' be 'Yes,' and your 'No,' 'No'; anything
beyond this comes from the evil one. (Matthew 5:37)

•

•

Integrity in its simplest terms is keeping promises. The person of integrity
is one who when he/she says something, can be trusted. When he/she
gives their word, you can count on it.
•

McCartney: What Makes a Man: Promises That Will Change Your Ufe .

,

•

What I Do: Actions Consistent with My Promises
Our beliefs must be reflected in our words and also our actions. It is
critical that our actions be consistent with God's command for integrity.
Not everyone who says to me, 'Lord, Lord' will enter the
kingdom of heaven, but only he who does the will of my
Father who is in heaven." (Matthew 7.21)
The Christian life is to be an uninterrupted continuity between all beliefs
and practices and relationships. It is to be an integrated life as opposed to a
segregated life.
Leith Anderson: Winning the Values War in a Changing Culture

•

•
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Workshop: Examples of Integrity

•

Daniel and his companions are a good biblical example of integrity. This
workshop is an opportunity for us to act out some of their great qualities
of integrity.
Form three groups among conference participants. Each will develop (15
minutes) and act out (5 minutes each) a skit that represents one of the
three following narratives. Each skit should creatively emphasize the
way in which the biblical characters upheld their integrity .
•

•

Daniel 1:3-8: Integrity in the Kitchen

•

Daniel 3:13-19: Integrity in the Face of Fire

•

Daniel 6: 1-13: Integrity in the Face of Lions

Conclusion
Like the characters of the book of Daniel, we are God's leaders in a
fallen world, under circumstances that challenge our integrity daily. We
have the opportunity to make a strong and lasting impact, but that will
only happen if we seal in our hearts a commitment to integrity and don't
allow circumstances to determine our actions .
•

"Integrity is living Christianity because it is right and the best thing to do no
matter what the circumstances. The choices of the Christian life are
determined by the values we have learned from God, not the circumstances
that happen to us. We accept the certainty of circumstances but also
exercise the responsibility of human choice. A Christian wants to know about
him/herself not 'what happened to you' but rather, 'how did I respond" .

•

Oliveira 182

[-:f; Lfitr

Regional Conference - Page 70

Finishing Well
Core Value
God looks for men and women of integrity who live holy lives that are
accountable to God .and to the Body of Christ. Integrity glorifies God,
protects leaders from stumbling, and encourages growth.
Teaching Objective
That each leader will evaluate their spiritual life and passion for their
calling and commit to finishing well .
•

Introduction
.
When we began our Christian life and our calling in mission we expect
we will finish our Christian lives and ministry with just as much passion,
vision, perseverance and joy as when we first began our ministry as a
Christian lay leader, pastor or evangelist. Because "'Deep inside each
soul, God sows a seed of purpose".
In order to reach this intended purpose we need to now begin to
establish certain biblical and practical principles that will guide us to
finish well our life and ministry.
•

principles are to commit:
To be a person of integrity
To be a person willing to be held accountable
To be a person who stays focused on the goal.

These
•
•
.
•

•

•

God's plan for us was that we ... Like Paul
Start Right

Finish Well

Acts 9:20-22

2 Timothy 4:7

It is not God's will for us ... Like Solomon
Start Right
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2 Chronicles 1 :10
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Finish Poorly
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1 Kings 1 1 :4-6
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YET, the FACT IS ...

70% of all leaders will not finish well.
Robert Clinton
•

Do you believe this is the will of God?

Where did they go?
• Dropped Out. .. Like 2 Tim.- 4:10 - Demas has deserted me
• Plateaued ... Like Phil. 3:19b - Their mind is on earthly things
• Disqualified ... Like 2 Cor. 7:10- worldly sorrow with no repentance

How did this happen? ... Ask King Solomon.
King Solomon is a tragic, biblical example of someone who started right
but did not finish well. He ceased being a "man of wisdom" who wrote
the following words ...
The fear of the Lord is the beginning of knowledge; but fools
despise wisdom and discipline. (Proverbs 1:7)
., .and became a cynic and a fool who, later in life wrote the words of
Ecclesiastes:
Meaningless! Meaningless!" says the Teacher. "Utterly
meaningless! Everything is meaningless. (Ecclesiastes 1:2)
How do We Lose Integrity - One Step at a Time
• Seldom is it just one factor or influence that caUses one to not
finish well.
• Rather it is often just one step that starts us in a direction that if
not checked will cause us not to finish well our ministries.
• These factors are called: THE BIG FOUR PLUS FOUR MORE.
The Big Four - Money, Sex, Power and Pride
These first four are the ones that are the most obvious and most common
among Christian leaders as to the cause of their not finishing well and
are described in I John 2: 15-16.
Do not love the world or anything in the world. If anyone loves
the world, the love of the Father is not in them. For everything
in the world the cravings of sinful men, the lust of his eyes and
the boasting of what he has and does comes not from his Father.

•
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•

•

•

1. Money

Money is not inherently evil. It can be a blessing, but it is also a great
source of temptation.
•
•

I Timothy 6: 10 - For the love of money is a root.
II Timothy 3:2 - Lovers of money, boastful, and proud.
God's Answer:

Seek first the Kingdom of God.
(Mt. 6:33)
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2. Sex
Sex is a precious gift from God to be enjoyed in marriage. Deviation
from God's purpose results in disaster.

•

Proverbs 2:16-19 .. .for her house (adulterous woman) leads
down to death.
Ephesians 5:3 But among you there must not be even a hint of
sexual immorality.
•

•

God's Answer
Approach the throne of grace and find help.
(Heb.4: 14-16)
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3. Power
Leadership is influence. However, the abuse of pwer has serious

consequences for the leader.
•

Acts 8:9-23 Simon the sorcerer
God's Answer:

~-------------------------------------..I

•

I

Jesus never used power for His own benefit
(Mat. 26:53)
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4. Pride
Particularly leaders who enjoy great success in ministry are prone to
temptation in this area. However, the warning is clear.
•

Proverbs 16:18 - Pride goes before a fall, "What I have done"
God's Answer:
•

Do nothing out of selfish ambition or vain conceit
but humbly consider others better than yourself.
(Phil 2:3)

•
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Four More

•

These four are like cancer and therefore can be even more dangerous
than the more evident sins pointed out above .. You do not know they are
growing in influence in your life until it is almost too late to change.
Still others, like seeds sown among thorns, hear the Word; but the
worries of this life, the deceitfulness of wealth and desires for other
things choke the Word, making it unfruitful. (Mark 4:13-19)

•

1. We stop listening and learning.
What has been--will be again, what has been--will be done again;
"If you stop
learning today,
you'll stop
•
growmg
tomorrow"
, (Fi11ish Well,
Buford, pl24-S)

God's Answer: Keep Learning
•

•

•

Luke. 2:52 - Jesus grew in wisdom, stature and grace

•

Matthew 11: 29 - Learn from Me

•

Proverbs 1:5: 9:9 - Let the wise listen and add to their learning.

Do you ...

0.

,

... have some plan for personal intellectual growth? '
•
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there is nothing new under the sun. (Ecclesiastes. 1:9-10)
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2. We stop living by our convictions and weaken our character.
As Solomon grew old.. . his heart was not fully devoted to the
Lord... So Solomon did evil in the eyes of the Lord; he did not
follow the Lord completely. (I Kings 11 :4-6)

•

-

God's Answer: Affirm your convictions and ~xamine your
character
• Psalm 139:23-24 - Search me, 0 God.
• Acts 4:20 - We cannot help speaking about what we have
seen and heard.
• Daniel 3:16-18 - [Three Hebrews] We will not serve your gods
. or worship the image of gold you have set up.

•

Do You
I

I

i
,I

.... have at least one person that will confront you
,
about your life and witness?
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3. We stop walking in awareness of our influence and ultimate
contributions.
There is no remembrance of men of old and even those who are yet
to come wjll not be remembered by those who follow.
(Ecclesiastes 1: 11)

•

•

•

After Solomon's death, the kingdom was divided. His son and grandson
who reined after him were corrupt.

,

'God's Answer: Renew your Commitments
• John 17: 19 - For them I sanctify myself that they too may be
. truly sanctified
• Make God's Ultimate Your Ultimate: Transformed people,
(2 Timothy 2: 1-2) reliable reproducers of the Christian life.
Do You

.

have a "Timothy" in whom you are investing in so
they are faithful disciples and reproducing
themselves in others?
~. - -
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4. We lose our intimate relationship with God
Towards the end of his reign, Solomon abandoned Jehovah and
followed other gods (I Kings 11:9-13)
.
-

God's Answer: Become more intentional about your personal
and intimate relationship with God.
• Psalm 27:4 - One thing I ask of the Lord, this is what I seek ...
• Psalm 51 :12 - Restore to me the joy of your salvation.
•

Do You
,
,

,

have a consistent devotional and intercessory
prayer time?
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Reflection
• Which of the ''four more" is a present danger in your life?

Our Goal is The Finish Line
Paul and many others have crossed it,
I have fought the good fight. I have finished the race. I have kept
the faith. (2 Timothy 4:6-8)
•

.

How do we start again - One Step at a Time
We will finish well like Paul and many others, if we commit ourselvf3s to ...

1. Be a person of integrity.
•

Integrity is as simple as keeping your promises, to be a
person who can be trusted to do what they say they will do.
It means to be whole, complete, integrated.

•

We have integrity when the values of Christianity come
together with consistency in every area of our lives
regardless of the circumstances .
•

•
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2. Be a person willing to be held accountable .
• To be accountable means that each of us is responsible for
our attitudes, decisions and actions. (I Timothy 4:16) .
Watch your life and doctrine closely.

•

Select two or three persons whom you trust that love and
respect you and share your commitment to integrity with
them. Allow them to hold you accountable for your goal of
finishing well and have them help you honor that
commitment.

•

•

3. Be a person that stays focused on the goal.
.. .Iet us throw off everything that hinders and the sin that so
easily entangles, and let us run with perseverance the race
marked out for us. Let us fix our eyes on Jesus, the author and
the perfecter of our faith, who for the joy set before Him,
endured the cross, scorning its shame and sat down at the right
had of the throne of God. (Hebrews 12: 1-2)
•

The Prayer of the Finisher
We can make Paul's prayer ours and ask that God will take us to the
finish line with integrity .

•

•

•

I consider my life worth nothing to me if only I may finish the
race and complete the task the Lord Jesus gave me the
task of testifying to the Gospel of Christ.
(Acts 20:24)

•

•

•
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HOW TO FINISH WELL - Additional Biblical Texts
1. Listening and Learning
• Proverbs 1 :5: Let the wise men listen and add to their learning.
• Matt 11 :29: Take my yoke upon you and learn from me.
• Pro 9:9: Instruct a wise man and he will be wiser still; teach a righteous man
and he will add to his learning.
2. Convictions and Character
• Psalm 139:23-24: Start by letting God examine your character.
• Ruth 3: 1: You are a woman of noble character.
• Provo 12:4: The wife of noble character is her husband's crown.
• Luke 23: 47: Jesus on the cross impressed Roman guard.
• Acts 4:20: For we cannot help speaking about what we have seen and heard.
• Daniel 3: 16-18: But even if He (God) does not (rescue us from your hand) we
want you to know, 0 King, that we will not serve your gods or worship your
image of gold YOL! have set up.
3. Legacy and Ultimate Contributions
• Acts 9: 10-18: Annanias
• Joshua 14:6~ 15, 19: Caleb
• v. 10: So here I am today, 85 years old. I am still strong.
• 12: Now give me this hill country that the Lord promised me this day.
• Acts 9: 15: Paul This man is my chosen instrument to carry my name before
the gentiles, their kings, and before the people of Israel.
• Acts 26:17-18
• II Tim 1: 13-14 Sound teaching
• \I Tim 2:2: Reliable leaders.
,. \I Tim 3:10: A Christian model
•

4. Intimate relationship with God
• Psalm 27:4: One thing I ask of the Lord, this is what I will seek: that I may
dwell in the house of the Lord all the days of my life, to gaze upon the beauty
of the Lord and to seek Him in His temple.
.
• Psalm 51 :12: Restore to me the joy of your salvation, Lord and grant me a
willing spirit to sustain me.
• Psalm 37:4: Delight yourself in the Lord and He will give you the desires of
your heart.
• Psalm 42: 1-2: As the deer pants for streams of water so my soul pants for
you, 0 God, My soul thirsts for God, for the living God. When can I go and
meet with God?
© Copyright 2006 - International Leadership Institute
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APPENDIXJ
PROGRAM OF THE PRAYER AND FASTING RETREAT MEETING
•

Praise and worship

08:00:

•

•

08:30:

Individual prayer

•

09:30:

Group Biblical. reflex ion

•

10:00:

Individual prayer

•

11 :00:

Studying and reflection on ILl material "Family Priority."

•

12:00:

Praise and worship

•

12:30:

Group prayer: Intercession for each other

•

13:30:

Individual prayer
•

•

15:00:

Studying and reflection on ILl material "Stewardship of
•
•

Time"
•

16:00:

Sharing and prayer.

•

17:00:

Meal's conclusion and fellowship.
•

•

•

•

•

•

•

•
•
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